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A B S T R A C T  

Abstract (Do not enceed !he space urovlded) - 

. *he Development Training Project was approved in FY 1986 with 
purpose "to trair private sector professional, technical and 
managerial personnel :o meet the manpower needs of an'export-oriented 
economy. In FY 1988 it was amended to improve the efficiency and 
productivity of the privak,e and public institutions supportive of 
USAID*s strategy by prcviding training to Dominicans already 
employed. 

I r a I+ provides long-term, short-term and in country training. 

a The project was originally designed to increase private sector 
productivity, especially that related to production and export of 
non-traditional products. The National Council of Businessmen (CNHE) 
received a grant to inplement the project. The project was broadened 
by an amendment in 1988 to include greater participation of public 
sector and non-Governmental Grganizations (NGO). The Foundation APEC 
(FUNDAPEC) was identified as an implementing agency for training 
inputs to these sectors. 

/ Evaluation survey data indicate that training has resulted in 
important positive impacts on enployment opportuaities of individual 
participants, on their employer institutions, and on overall project 
zbjectives. ~ h l s  is the major finding of the field survey and 
interviews w i t h  expert informants.  
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. A.I.D. EVALUATION S U M M A R Y  - PART 11 

The purpose of t h i s  evaluation is r o  a s s e s s  t h e  impacts of the Development 
Training Project  (517-0216) and t o  prepare f o r  the design of a follow-on p r o j e c t .  

S U M  M A ~ Y  1 
J. Summary of Evaluatton Findings, Conclusions and Recbmmendatlons (Try  not to exceed the threa (3) pages provided] 

Address the follov4lng itsms: 
* Purpose of evaluztlon and methodology used ' e Prlncipnl recommendations '* 
* Purpose of actlvlty (les) evaluated ' Lessons tearned 
a Flndlngs and concluslons (relate to quest!ons) / 

Proj ect  Evolution and Design 

Mlsslon or Olflcs: 
USAIDiDR 

The project was originally designed to increase priv3te sector 
productivity, especially that related to production and export of non- 
traditional pr~ducts. The ~ational Council of Businessmen (CNHE) was 
contracted to ,mplernent the project. The project was broadened by an 
amendment in 1988 to include greater participation of public sector and 
Non-Governmental organizations (NGO). The Foundation APEC (FUNDAPEC) 
was identified as an implementing agency f o r  training inputs to these 
sectors. 

The project has had major positive impacts on the individuals, 
firms and other private sector institutions. !Phis has occurred despite 
the fact that not all project assumptions about goals, purposes and 
outputs have proven to be totally relfabLe. It appears that 
assumptions about Enterprise Tra in ing  Plans (ETP) are less valid for 
the ~ominican Republic than f o r  other countries. Although this has 
reduced their u t i l i t y  f o r  sponsoring firms and institutions, it has not 
measurably diminished i~portant p o s i t i v e  impacts of training on 
individual pa r t i c ipan t s  and the sectors which they represent. 

Date This Summary Prepared: 

12/12/93 

8 

( organizational Approach 

Tit le  And Date Q f  Full Evaluation Report: 
Impact Assessment of the Development 
T r a i n i n g  P ro jecz .  June 1993 

I n i t i a l l y ,  t h e  individual firm aas identified as the focus of 
training activity. It was later expanded to include NGOs and public 
sector institutions. The basic design t o o l  used is the ETP. 
Substantial resources were devoted to strengthening ETPs. However, 
despite some exceptions,  the ETPs have not proven to be as effective 
and efficient as planning tools as originally intended. There are 
several apparent reasons for this. First, many sponsor institutions 
considered completio~ of an ETP to be an app l i ca t ion  requirement rather 
than preparation of a future refersnce document. Many firms received 
l i t t l e  or not technical assistance and failed to prepare proper mPs. 
Second, ETPs tend to d e f i n e  individual needs rather than organizational 
needs.  ina ally, information contained i n  many ETPs has n o t  been 
extensively used in prepar ing  training programs and in using skills 
acquired through training. 

Several assumptions of ETPs have proven to be questionable. Many 
failed to identify major firm level constraints; others failed to 
propose t r a i n i n g  which addressed identified c o n s t r a i n t s ;  in some cases 



t r a i n i n g  provided did no? respond to identified needs; and in 
other cases, and p a r t i c i p a n t s  f a i l e d  to return to their sponsoring 
institutions. These assumptions have become m o r e  viable  as t h e  
program has evolved, due i n  l a rge  measure to improvements in the 
quality of ETPs. 
- 

An a 6 l y s i s  of the re1 atisnship between qua1 i t y  of ETP and training impact on 
Individual parti ci pants, their empl oyers and project objectives indicates that 
this re1 at: onshi p is not st rong.  Several expl ana t ions  for this unexpected 
outcome zre df  scussed, incl u d i n g  the 1 ack of vat  i d i  ty of assumptf ons underlying 
the method01 ogy. 

Design Factors Re1 at& to Impacts 

Re1 ationshi p s  between several st ra tegi  r desi gn factors and training impacts 
were assessed using data collected in a field survey of returned participants and 
their employers. Results are sumari zed in the fol lowi ng tab1 e. 

Surmary o f  Impacts 
Re1 ative Trai ci ng Impacts on Project Objecti yes by Imp1 ementi ng Agency 

I in~ac t s  On 
Empl oyer ,Project 

Institution Par t i  ci pants Targets 
Trai n i n o  Characteristics CNHE* FUHDPEC* CHHEf FUHDPEC* CHHE* 

Employment Sector P R I  --- - - - - - - PUB 

Speci f i ci ty of Training GEN G EN GEN GEN GEH 

Nature of  Training MA MA HA MA MA 

Type o f  Training D EG D EG O EG DEG DEG 

Size o f  Employer - - - - - - --- --- --- 

Location of Training OC 0 C OC OC OC 

* - Denotes Participant Subsample as def ined by management of training 

Employment Sector: Pub1 it (PUB) vs. Private (PRI) 
Spec i f ic i ty  of Training: General Survey ( G E H )  vs. Technical (TEC) 

Nature o f  Training: Hanagement/Admin (MA) vs. Tech/Production (TP) 
Type of Training: Opgree (DEG) vs.  Non-Degree (MDEG) 
Size of Employer: Large (LAR) vs. Small (SH) 

Location o f  Frai n i  ng: In-Country ( IC) vs. Out-of-Country (OC) 

Few d l  fferences i n  t r a i  nj ng impact on individual participants administered 
by e i ther  CNHE or FUNDAPEC were evident by sfctar of employment. As expected, 
trainlng o f  CHHE p z r t t c f p a n t s  had an important positive impact on prfvate sector 
empl oyers. However, the expected simi I a r  re1 at i ons h i  p between FUNDAPEC programs 
and impact on publ i c  sector i n s t i t u t i o n s  was not found. Training provided t c  
publ i c  sector par t i c ipan ts  had a greater impact an project objectives (exports, 
product d i v e r s i f i c a t i o n  and earnings) than d i d  t h a t  provided to prlvate sector 
participants. 



( I )  Future training prcgrams should imp1 ement the focus and concentrats 
strategy ev"eene i n  defining miss ion priorit ies .  Training should focus on 
a limited number o f  sectors, and a limited number of i n s t i t u t i ons  within 
each. However, not all resources should be concentrated. Some should 
also be distributed to other key sectors and institutions. 

(2) Future graduate degree programs should focirs on industries or sectors 
rather than instftutions. Analyses  presented in this study indicate that  
Enterprise Trcining Programs are probably not the most appropriate 
planning tool for future programs. 

(3)  A firm or institutional approach should be maintained for short-term, nan- 
degree training. Special a t t e n t i o n  should be given to strengthening 
training needs assessments, p a r t i c i p a n t  identification and selection, 
training program desi gn and del ivery, and program eval uation, particularly - 
as they related to short-term training. I 

(4) Several sources o f  information should be considered and probably used t o  
identify training pr ior i  ti es. They include expert panels, existing sector . 

assessments and surveys of institutional training needs, 

(5) Only one organization should be contracted to implement future training 
programs I f  should  incorporate individuals and units which can attend t o  I 
both pub1 i c  and private sector i n s t i  tutians. Special cansi deration should I 

be given to institutions which participate i n  the current program in order 
to bui7 d on acquired knauledge bases. The organization should be able to 
handle diverse types of t r a i n i n g  and i t  should be able to attend t o  USAID ' 

reporting requirements. 

15) Greater a t t e n t i o n  should be given to project activities which imply fo l low 
up on previ aus training, 



LESSONS LEAFWED: 

Training should focus on sectors rather than on individual firms 
and institutions. This approach will maximize the impact and 
results. 

Training programs should be specifically designed and 
participants selected to m e e t  t h e  constraints identified- 
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f h i  s s t u d y  woul d n o t  have been p ~ s s i  b l  e w i  theut proact1  ve, p a r t i  c i  patory 
i nguts  of numepaus persons. A1 1 provided cb j e c t i  vo informat ion  about past 
program activities and accompl i shments. I am espec ia l  1 y grateful  t o  the USAHD 
Mission staff who provided me with  the necessary Misston o r i e n t a t i o n  to t r a i n i n g  
e f d a s t s  and the 1 o g i s t i c a l  backstopping which made my sojourn  both  p l e a s a n t  and 
sewasding. Among t h e s e  s t a f f ,  I want espec ia l  1 y t o  recogni re the c o n t r i  but ions  
o f  Paul Struharik and Jack Thmas who praxided the esseatfal program overview. 
My understanding o f  details o f  program operation war greatly Pacil i t a t e d  by 
i n p u t s  by he3 l a  Ramirez and Altagsacia bachapelle. BIf PI binford provided me 
wS t h  e s s e n t i  a1 informat i  on on project management and prof ect h i  stsky. I a1 so  we 
a speslal debt  of gra t j ta tde  t o  the s t a f f  of t h e  program implementing of f icer  a t  
the National  Council o f  Businessmen and the Foundation APEC. Dro. Francisco 
Castillo, CNHE President, and R o ~ Q ~ ~ u  h f a ,  D i r e c t o ~  sf FUNDAPEC, provided 
important conceptual  overviews, inc lud ing  a d n t i n i s t r a t i ~ e  ph i losoph ies ,  which 
orient tho par t f  c i p a t i  on o f  their olrganizations i n  t h e  General Development 
Yrai ning Project. Camera Salce and Rafael A1 ba, the respect1 ve program managers, 
gave freely o f  t h e i r  time and knowledge o f  the program. To the above and t o  
others can be a t t r i b u t e d  many of t h e  icleas and suggestions contained i n  the  body 
o f  t h i s  report.  F i n a l l y ,  I am indebted t o  t h e  Center  f o r  Rural Development 
Admf ni  s t r a t i o n ,  Superf OP Institute o f  Agr icu l tu re ,  for the survey o f  program 
p a r t i c i p a n t s  and t h e i r  superv i so r s  which farms the basis for much of the a n a l y s i s  
contained here in .  In p a r t i c u l a r ,  I want t o  express my appreciation to Jesus de 
loo Santos and Mector L I  f o r  their l e a d e r s h i p  i n  the conduct o f  t h i s  survey. 
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This report focuses on future training programs. Itdoes so by assessing 
training impacts of the USAID/Dominican Republic's Development Training Project 
(517-0216) and evaluating the effects of key factors on training impact. The 
analysis sheds light on project strategy and design, and hew they can be Improved 
in future projects. The report begins with an overview o f  the project and 
changes which it has experfenced over tlme. This is followed by a discussion of 
the organi eational approach used, i ncl udi ng the effectiveness o f  Enterprise 
Training Plans. Results sf a survey o f  past partf cipants and their supervisors 
is then provided. These data assess the relative Impact o f  different factors on 
goals o f  parti c l  pants, empl eyer insti tuti ans and the project . The f i n a l  seeti on 
includes recornendations for future training programs flowing f ~ o m  this analysl s. 

Project Evolution and Design 

The p r ~  ject was original l y designed to increase pri vate sector productivity, 
especi a1 1 y t h a t  re1 ated t o  production and export o f  non-tradi ti snal products. 
The National Gauncil of Businessmen (CMME) was contracted to implement the 
project. The prodect was broadened by an amendment in 1988 ta include greater 
pa~tfcipati~n o f  public sector and Mon-Governmental Organizations (MGO). The 
Faundati on APEC (FUNLSAPEC) was i denti f i ed as an imp1 ementi ng agency for training 
inputs to these sectors. 

The proJect has had major positive impacts on the individuals, f i rms and 
other p r i v a t e  rector institutions. This  has occurred despite the fact  that not 
alt project assumptions about goals, purposes and outputs have proven to be 
total ly re1 i able. It appears that assumptions about Enterprise Training P I  ans 
(EYP) are less valid for the Dominican Republic than f o r  other countries. 
A1 though t h i  s has reduced their uti 11 ty for sponsoring firms and institutions, 
it has n e t  measurably diminished important positive impaets o f  training on 
individual participants and the sectors which they represent 

Organi zati onal Approach 

Initially, the individual firm was idsntified as the focus of training 
activity. It was later expanded to include HGOs and public sector institutions, 
The basic design tool used is the ETP. Substantial resources were devoted to 
rt~engthentng ETBs. However, despite some exceptions, the ETPs R B V ~  not proven 
to be as effect ive and efficient as planning tools as original ly intended, There 
are several apparent reasons far this, F i  s s t ,  many sponsor institutf ons 
considered cmpletf on of an ETP to be an appl i c a t l c n  requirement rather than 
preparation o f  a future reference document. Many firms received 1 ittle or not 
technical assistance and failed to prepare prope~ ETBs. Second, ETPs tend t o  
deftne i ndtvddual needs rather than organizational needs. Final 1 y, infortnation 
contained tn many ETPs has not been extensively used iti preparing tralning 
programs and in using ski 11 s acquired through trainfng. 

Several assumpti ons aP f3Ps have proven to be quest9 onabl e. Many f af 1 ed t o  
identi fy major firm level constraints; others dai led to propose training whish 
addressed Identi f f ed constraints; in same cases training provdded did not respond 
t o  identlff ed needs; and i n  other  cases, and particf pants fa i led  to return t o  



their sponsoring institutions. These assumptions have become more viable as the 
program has eval ved, due i n  1 arge measure to improvements i n  the qua1 Sty of U P S .  
An analysis of the relationship between quality of ETP and tratning impact on 
indl v l  dual par t i  cf pants, thei s employers and project object4 ves f ndi cates that 
this sel ationshi p f s not strong. Several explanations for Lhi s unexpected 
outcome are dtrcussed, including the 1 acb o f  val idi t y  of assumptions under1 ying 
%Re met hodel ~ g y  . 
Design Factors Related to Impacts 

Re1 atim-,shf gr between several strategi t design :actors and training impacts 
were assessed using data col 1 ected i n  a f f el d survey o f  returned participants and 
the i r  employers. Results are sumnarized in the fo l l  awing tab1 e. 

Sumnary o f  Impacts 
Relative Training Impacts on Project Objectives by Implementing Agency 

Impacts On 
Empl oyer Project 

Institution Parti ci pznts f argets 
Traininu Characteri stics CWHE* FUNDPEG* CNHE* FUNDPEC* CNHE* 

Empl cyment Sector PR I --- --- --- PUB 

Specific5 ty o f  Training GEN GEN GEM GEN GEH 

Type o f  Srai ni ng DEE DEG DEG DEB DE-; 

* - DsnoSes Participant Subsample as defined by management o f  training 

Ehp3 cyzent Sector: Pub1 ic (PUB) vs . Private (PRI) 
Sgeci f IcPty CB Hrai nt ng : General Survey (GEN) vs . Technical (TEC) 

Mature! o f  ' ~ ' 7  ni n i  ng: Hanagement/Admi n (MA) vs . Tech/Producti on (TP) 
Type of %Ft%fninp: Qegsee (DEG) vs. Hon-Degree (WIDEG) 
Size of Employer: Large ( U R )  vs. Small (SH) 

LocatSon ~b Training: In-Country (IC) vs. Out-of-Country (OC) 

few differences i r training impact on individual participants administered 
by either CNHE or FUM3BrEC were evident by sector o f  employment, As expected, 
traintng o f  CHME particdpants had an important positive Impact on prjvate sector 
mpl eyers . However, the expected s imf 7 as re1 at! onshi g between FUBJDAPEC programs 
and impact on pub1 i c  sector insti t u t i ~ n s  was not Pound. TrainCng p~ovf  dsd to 
pub1 i c sector garti cf pants had a greater 1 mgzct on project object f ves (exports, 
pr~duct dlversSfScatiow and earnings) than d9S t b a t  provided to private sector 



p a r t i c i p a n t s .  Overal l  , general  survey t r a i n i n g  impacted more on 3nriLrviduaB 
g a r t i c i  pants, their spensor i  ng i n s t i t u t i o n s  and on p r o j e c t  o b j e c t i v e s ,  than did 
techndcal  product ion  t r a i n i n g ,  f o r  both the CMHE and FUKDAFZC program.  This 
t r a i n i n g  was 1 a r g e l  y i n  management 3nd admS n i  s t r a t i o n  which may expl ai n why it 
had a g r e a t e r  impact than d i d  product focused t r a i n i n g ,  S i m i l a r l y ,  degree  
t ra in ing had more impact '-,?$an d i d  s p e c i a l i z e d  non-degree training, S i z e  o f  
spsnsor i  ng ; n s t  i t u t i  on was kinre1 a t e d  t o  impact d i  f f e rences .  On the o t h e r  Rand, 
out-of  -country  t r a i n i n g  had a much g r e a t e r  imgact t han  i n-country t r a i n i n g  on the 
c a r e e r s  o f  p a r t i  c i  pan t s ,  on thei r sponsoring i n s t i t u t i o n s  and on p r o j e s t  
o b j e c t i v e s ,  

Whereas compel l i n g  reasons  exist t o  give g r e a t e r  emphasis t o  t e c h n i c a l ,  i n -  
coun t ry  shor t  c a u r s e s ,  these r e s u l t s  suggest that managerial, out-of  -country,  
long-term t r a i n i n g  has g r e a t e r  imgi-zs on p a r t i c i p a n t s  and t h e i r  sponsors.  

Despf te t h e  apparent  1 ack of  a re1 a t i a n s h i  p between ETP qua1 i t y  and t r a i n i n g  
impact,  survey data i n d i c a t e  t h a t  t r a i n i n g  has r e s u l t e d  i n  impor tant  p o s i t i v e  
impacts on empl ayment o p p o r t u n i t i e s  o f  indiv idual  p a r t i  ci pan t s ,  on the1  r empl o y e t  
i n s t i t u k i o n s ,  and on s v e v i i l  prai:k;t o b j e c t i v e s .  T h i s  is the major f i n d i n g  af  
the f ie'ld survey and interviews - :h e x p e r t  informants. 

Implementing Organizations 

The CWHE o f f ice  has gf ven g r e a t e s t  emphasis t o  t r a i n i n g  i n  adn t in i s t r a t lon ,  
management and marketing. Its t r a i n i n g  programs have focused on expor t  
act i  v i  t i  es, i ~ c l  udi ng f inanc ing  , market surveys ,  and product d i v e r s i f i c a t i o n  i n  
a d d i t i o n  t o  qual i ty c o n t r o l .  Mcst sfPs p~€!pared by sponsoring f'l'rms were 
q u e s t i o n a b l e  qua1 i ty. However, both r e tu rned  p a r t i s i  pants  and t h e i r  s u p e r v i s c r s  
i n d i c a t e d  tha t  t r a i n i n g  which they rece ived has been useful to spaaso~ing fip-,;, 
. h a g  major f a c t o r s  which 1 imi ted  use fu lness  v e r e  l a c k  o f  relevance o f  course 
content t o  job a c t i v i t i e s  -- p a r t i c u l a r l y  for  short cousse p a r t i c i p a n t s ,  l imited 
avai 1 abi I i ty o f  resources to introduce changes, and ri g i  d l  t y  o f  d e c i s i o n  making 
s t r u c t u r e s  o f  empf oyer  organi z a t i  ons. Major changes in t roduced a s  a consequence 
o f  t r a i n i n g  have been i n  marketing, management and technic31 production. Major 
market i ag i rnprsvements have been i n strategy and ~ p e r a t i  ons . #a jor managwent 
improvements have been i n  ada in i  s t r a t i  ve con t ro l  s and decf sion-maki ng prscedusres, 
Major technics? improvements have been in product q u a l i t y  c o n t r o l .  They Rave 
f a v o r a b l y  impacted on e x p o r t  marketing,  product d i  v e r s i  f i c a t i  on and eakni ngs. 

The FUNDAPEC ~ffice has  given g r e a t e r  emphasis t o  t ra in ing  i n  educat ton ,  
much o f  which has been o r i e n t e d  t o  t h e  a g r i c u l t u r a l  s e c t o r .  I t  has tended t o  
c o n c e n t r a t e  tra5 ning i n  severa l  i n s t i  tu t f  sns -- i n  p a r t i  cu l  ar t h e  Centra l  Bank 
and the S u p e r i s s  Institute o f  Agricul ture .  Traf ning pl an$ prepared by pub1 i c  
sector 1 nsti tutqsns were of uneven qua1 i ty. Host wese e i t h e r  we1 l done o r  poor ly  
done. As true far prf  v a t e  s e c t o r  t r a i n i n g ,  most returr~ed gartjcipak~ts and t h e i r  
supervi sars i ndS cated that %mining was of considerable utJ l i t y  t o  sponsosing 
4 astitutians. Lack o f  r e sources  t o  promote change and 1 ack o f  r e l evance  sf 
csurse c o n t e n t  t o  jobs act ivi t ies were also c i t e d  a s  f a c t o r s  which most limited 
appl f e a t i o n  o f  t r a i  n i  ng t o  employer i n s t i t u t i o n s .  Most changes made in  emgl oyer 
institutions as a consequence o f  t r a i n i n g  were i n  management p~actices and 
suppor t ing  t e c h n i c a l  activftIes. 



Najsh Recmmendati ons 

Future training programs should implement the focus and concentrate 
strategy evident in defining mission priorities. T ~ a i n i n g  should focus an 
a l i m f  tee number o f  sectors, and a l i m i  ted number o f  institutf cns within 
each. Mawever, not a l l  resources should be concentrated. Some should 
also be ddstrabuted to other key ~ectors and institutions. 

Future graduate degree programs should focus an industries or sectors 
rather than inst! tutlons. Analyses presented i n  this study indieate t h a t  
Entespri se Training Programs are probably not the mast apprbpri ate 
pl anning tool for future programs. 

A firm or institutional approach should be maintaf ned for short-term, nan- 
degree training. Speci a1 attenti on should be gf ven to strengthening 
t rafning needs assessments, participant identification and selection, 
training arogram de:. ;n and del i very, and program eval uati on, parti cul arl y 
as they ;elated to _?art-term t ra in ing.  

Sevekal sources of information should be considered and probably used t o  
identi fy training pu3'ori ti ss . they i ncl  tide expert panel s, exi stSng sector 
assessments and surveys of institutional training needs, 

Only one o~ganiration should be contracted t o  implement future training 
programs f t should incorporate individual s and units which can attend to 
both public and private sector institutions. SpecSaB consideration should 
be given to institutions whish part ic ipate i n  the current program i n  order 
t o  bui 1 d on acquired know7 edge oases. The organizatjen should be able to 
handle diverse types  o f  t ra ining and it should be able  to attend to USAHD 
reporting requirements, 

Greater attention should be given to project activities which imp1 y follow 
up on previous t ra ining.  



Thls report  i s  a strategjc impact evaluation o f  the USAID/Dominican 
Republ i e ' s  Development Training Project (517-0216) [BETMI.  It i s  intended t o  
provide ins ights  about pro ject  strategy and desggn in the context o f  pro ject  
objectives. Thus, i t  i s  more than an exercise i n  accountabi 1 i ty. I t s  primary 
in ten t ion  f s t o  i d e n t i f y  factors which may result i n  more discernable impact. 
Wh%le grounded i n  past ac t i v i t i e s ,  it i s  forward looking, and i s  pr imar i ly  
structured t o  conlr f  bute t o  future t r a i n i ng  strategies and the design o f  
coarespondi ng projects . 

The evaluation assesses the effectiveness o f  pro ject  strategy, desi gn and 
implementation i n  achieving projects objectives as i n i t i a ? 7 y  out l ined i n  the 
Prodect Paper. These objectives are: (1) t o  increase p r i va te  sector- l  ed export 
grawth, (2) t o  improve f i r m  product iv i ty ;  and (3) t o  increase agricultural 
d i  vessi f i c a t i  on. The assessment i s conducted from two d i  f f e ~ e n t  approaches, 
namely, achievement by trainees of t h e i r  spec i f i c  objectives f o r  using the 
training i n  t h e i r  employer organizations; and changes i n  their employer 
i n s t i t u t i o n s  t ha t  contr ibute t o  project goals. 

Amendment #4 t o  the Project Paper ind icates tha t  the number o f  evaluations 
o f  the project w i l l  be increased from two t o  three. It specif ies t ha t  the second 
evaluation w i l l  focus more heavi ly  on the new t r a i n i ng  a c t i v i t i e s  I den t i f i ed  in 
t h i  s Amendment. The or i g i  nal Project Paper i ndi cat& that the second eval u a t i  on 
shoul Q measure progress towards achieving pro ject  goal s and objectives, and 
shout d reval ida te  the project  design. The analysis found i n  t h i s  report fol lows 
t h i s  general strategy. However, i t a1 so accounts f o r  changes which have occurred 
i n  the USAID H i  ssion's strategic plan ,  and addit ional changes which w i  11 probably 
occur dur ing the coming two years. 

The report  i s  organized logical l y. Resomnendati ons for future training 
a c t i v i t i e s  f l o w  from previous discussion. (a) I t  begins w i th  an overview o f  the 
project,  changes which have accompanied i t s  evolut ion and assumptions. (b) This 
i s  do1 lowed by a deta i led discussion o f  the organizatiofial approach t o  tsain ing 
embodied i n  D E W  and the val i d i t y  o f  Enterprise Training Plans which are a key 
to t h i s  approach. (c) Results o f  a survey o f  returned respondents and t h e i r  
supervisors are then presented. The survey was designed t o  address the impzct 
whf ch the pro jec t  has had on indiv idual  participants and the i r  employers and t o  
ident i fy  factors which determine levels of impact. (dl) The f i n a l  section 
i n c l  udes r ecmend~ t i aa rs  for fu ture  t s a i  nS ng ac t i  v i  t i e s  which are based on these 
analyses . 

1. Eeoaaic Setting 

A basic assumption underlying the design o f  OETRA i s  t ha t  i t  would promote 
Increased export a c t i v i t y  by Dominican firms. In doing so it needed t o  address 
problems which l im i t ed  the a b i l i t y  sf Dominican f i rms t o  export. #any o f  them 
derived fram import subst i tu t ion  po l i c ies  pursued by the Dominican gsvernwnt 
durf ng the previous two decades. The wisdom and eff icacy of these gel i c i e s  were 
put in to  question by the o i l  c r i s f  s and enlarged foseigs debt burden. Along 



with structural adjustments proposed by the IMF and other i nternati onal 1 enders, 
they contributed to a sethi nki ng o f  these pol i s i  es. 

It was recognized that many o f  the existing industrial enterprises with a 
potential to move to an export market were operating at only a fraction of their  
capacf ty. They were inefficf ent and their qua1 f ty standards were often 
unacceptable for international markets. 50 enable them to diversify and c~apete 
in the international market required that they obtain new technical expertise and 
ski l 1 s, new modes of produstf on, dl stri bution and market1 ng, img~oveti 
admjni strati re and management ski 11 s , and greater know1 edge o f  international 
trade. DETW was designed t o  provide them with these abilities. 

Hajor shortfall s in manpower were i denti f ied at the manager1 a1 and technical 
1 eve1 s . Manager i a1 s hopt f a1 I o were past i cut ar 1 y acute in business 
admini strati on, production management and banking. Banking shortfa1 1 s were 
greatest in international trade and export finance, inct  uding contract 
negoti ati on, trade practises , export documentation and international transport. 
The agra-industri a1 sector was defined as a major export sector, particularly in 
iao?Itkadi ti onal crops. Cri ti cal manpower shortfall s in it were i denti died, 
including mi d-1 evel management, pkofessi onal sgeci a1 i sts i a agrf business 
admi n i  s trat i  on, agri cul tural psoductf on, agronomy, food techno1 ogy, and product 
desi gn. Technical manpower shortfall s were i denti  fi eQ far i ndustri a1 mechanics, 
industrial electronics, food processing, graphic arts and industri a1 design. 

2. Project Evol u t i  on 

Xni ti a1 1 y, a1 1 project activities were channeled through the Hati anal 
Council o f  Businessmen (CNWE) and were directed to export promotion, In 1988, 
D n R A  was expanded to include training needs of firms and other private sector 
participants not involved in exports, as well as public sector institutions and 
NGOs whi ch support pri vate sector -1 ed export act i v i  ti es and promote improved 
health and social services. FUNDAPEC was identi Tied as the institutf on to handle 
training for the public sector and for the non-profit private sector. 

Tht s amendment expanded the universe o f  inst i tut ions el i g i  b l  e to receive 
training, and the scope of training activities. It war a response to evolving 
c i  rcums Lances surrounding the project and USA10 Mission priorities. The number 
o f  fell~wships fop long-term degree and short-term non-degree training in the 
U.S. and other countries was increased. The amendment also required that  a large 
number ~f in-country training programs be designed and conducted. 

However, at the same time, i t  preserved a major feature s f  the project 
design, namely the focus on planning f n  the context o f  organizational t~alnr 'ng 
needs. Each participant insti turtion was expected to complete an Enterprise 
[l[nstitution;al] Training Plan (ETP) whf ch was based on an analysis o f  major 
organ1 zational constraints and a r c ~ i  ew ~b cosrespondt ng trai a i  ng needs. The ETB 
made the employer firm or institution the focus o f  the training pfsrgram. A mid- 
term evaluation in 1990 concluded that ETP's were d i f f i c u l t  for mst firms to 
complete adequate1 y, f t a1 so csncl uded t h a t  most f irms considered them to be an 
sppl icatlon requirement for training rather than a pl aslning tool. Thus, the use 
to which they would be put, both in employing returned trainees and I n  
identificatf on o f  future training needs was questioned. 



Two sal lent points relate t o  the above discussion. First, DETRA should be 
evaluated in %he context o f  constant1 y evol ri ng c i  rcumstances, including changes 
in the Dominf can economy and in OSAID Mission strategy. Reviews sf project 
implementation and impact should take in to  account attempts to adapt the project 
to these changing circumstances, Second, recomnendatlons emerging from the 
analysis wi 31 probably apply to training requireme,;ts which d i f f e ~  substantially 
from those found in the ariginal Project Paper. 

3. Project Implementation Details 

The National Council o f  Businessmen (CNHE) was selected as the implementing 
agency for the project, and a grant agreement was signed by USAIO and CNHE in 
August, 1986. Short1 y thereafter, CNWE began to select candidates far training 
and to arrange Engl I sh 1 anguage training for them. 

El even months after the grant agreement was si gned , Devel apment Associates 
was awarded a four year contract to provide CNHE wi th  technical assistance to 
undertake the project. Puring the initial year, the USAID HIssion wosked 
directly wPth CNME to identify, prepare and place candidates for training. 
Placement was f a c i l i t a t e d  through the AID Office of International Training and 
one of its subcontractors. Partners f o r  International Education and Training 
(PIET). It placed and monitored participants in the U.S. CNHE works closely 
w i t h  Development Associ ates to recruit , pl ace and coordinate ~ e m a i  ning trainees. 

DETRA was substanti a1 1 y modi fied in August, 1988 through a Project Supplement 
I which added another eight mi1 1 ion do1 1 ars to the project and extended its closf ng 

date to August, 1894. This amendment added another $3.8 mil B ion to the CWHE 
contract and gave a $4.2 mi 1 1  ion grant to the Educatjonal Credit Foundation APEC 
(FUNDABEC) t o  undertake s imi  la? training activities far pub1 i c  sectos 
inst i tut ions and pr iva te  vol untary and other non-governmental organ: zations whf ch 
carry out activities that are supportive o f  the USAID strategy. 

I 

Under the Project Suppl ement , FUldDAPEC was a1 so ass1 gned the responsi b i  1 i ty 
to select and place candidates for graduate degree training a t  the H.S. level 
and bar short-term nsn-degree training in the U.S. or third countries. Both CNWE 
and FUNBREC were also assigned responsibility for contracting fop. short-term, 
in-country training programs. CNHE was granted $975 thousand to conduct 54 o f  

I them; and TUNDAPEC as granted $450 to conduct 32 of them. Develcspmont Associates 
was awarded another four year contract in January, 1990 to continue to provide 
technical asststance to the implementing agencies. 

4. End o f  Ro.$ect Status (EOPS) Indicators 

I End o f  Project Status is best reflected by tradning targets establ ished for 
the Project .  The ~riginal Project Paper f o r  the USAfO/Dsminican Republic Project 
517-0216, Development Training identl  fied three types of training aetivi t i es .  
These were: (a) H.S. I eve1 training in the U.S. for psi vate sector mpl oyees; (b) 
PhB and !!,So training for unfversity faculty members who as@ a f f i l i a ted  with 
programs that address private sector manpower needs ; and short-term training i n  

I the  U.S. for private sector employees. Targets were increased la the Project 
Papst prepared for Amendment f4 to 90 persons trained at the #.S. degree 1 eve1 , 
400 persons trai reed throggh short-term, out-of -country courses, and approximate1 y 



2,000 persons trained through in-country seminars. Agreements with the 
imp1 ementi ng agencies -- CNHE and FUNDAPEC -- contained speci f ic t ra ining targets 
which are reflected in Table 1, 

Table 1 
Training Targets for the Program 

T w ~ e  o f  Trai ni  nq Froaosed Corn~l eted Proaramed 

CWE 

Short-Perm (0 .C. ) 263 132 131 

Short-Term (I .C. ) 1,390 309 1,081 

Subtotal.. ...., 1,752 546 1,212 

W A P E C  

M.S. 44 42 I 

Short-Term (O.C.) 175 159 I6 

Short-Term ( P . C . )  1,260 1,079 181 

TOTAL : 

H.5, 135 139 1 

Short -Term (0. C .I 438 29 1 147 

Short-Term (1 .C.) 2,650 1,389 f ,261 

TOTAL. ........... 3,231 1,812 1,419 

The table S~dicates  that CNHE has actually sent more candidates for H.S. 
training (97 )  than were actually progsamned (91). CNHE has sent one-half o f  
those or5 ginall y pragrmed for short-term, out-of -country training (132) and has 
grovfded tralnlng to about one-sixth of those or ig ina l l y  progsamed for short- 
term, in-country training (231). 



FUNDAPEC received a grant in 1988 to identify and oversee the training of 
publ i c  sectos and NGQ candidates. Thus, is has Jess participation ttnne in the 
program. The data suggest that  FUNDAPEC has concentrated more om identifying and 
suggortfng fndividuals for short-term. They have already sent 159 of the 175 
pa~ticipants oslginal ly targeted f o r  out-of -country, short-term training, and 
1,158 o f  the 1,260 originall y targeted for in-country traf ning. They are close 
to m a t i n g  their targets for short-term training. As o f  June, 1992, they still 
had to send 17 of the 44 candidates originally targeted f o r  long-term training. 

It can Be concluded t h a t  training targets w i l t  in a l l  likelihood be met 
prior to t h e  end o f  the project. Short-term training i s  relatively easier to 
organize and undertake, parti cull arl y that which wi 11 be provided i n  the Domini can 
Republic. The implementing agencies are more easily i n  contact with candidate 
training institutions. Fut-thermre, the candidate pool i s  relatively larger for 
this type of training. CNHE and FUNOABEC are both in the process of establ ishing 
additional in-country training programs. 

A basic premise o f  DETM is that focusing on firms that export or have the 
potential to export, and on public sector institutions which support them, will 
lead to increased export growth and economic development. Several key 
assumptions under1 i e this model . f hose re1 ated to project goal , purpose and 
outputs were out1 i ned in the prog'ect 's Logi caf Framework Matrix. Several re1 a ted  
to focus on firm organizational change and supporting publ jc sector inst i tu t ions  
have nut been enumerated previously. They wil l  be discussed i n  the section on 
implementing the firm level approach because the success o f  the model and i t s  
applicability to future projects depends on thelr validity. 

(a) Project k a l  

* PRIVATE SECTOR FIMS ARE WILLledGi TO R f O R I E M  nlE1[R JICTPVITPES 

Many firms Rave been wil I ing to reorient t h e i r  activities in several ways. 
F i rs t ,  many have used the t r a i n i n g  to he1 p them diversify the products which they 
sell, Bhi s has been t ~ u e  o f  f f  rms in the agricultural sector and i n  i ndustri at 
sectors such as artisan and text i les .  Second, many have been wi 11 ing to 
i ntsoduce orgaai zati onal change(; and ne# techno1 ogi  es -- such as use o f  computers -- to their organi f atIonal and management systems. There has been a tendency for 
older, more eotabl lshed, and larger firms to change more slowly. They have 
survived past di ff 1 cul ties, and perhaps more importantly, have been tha 
beneficiaries of government pol i ci es which hays protected them Prom international 
competitfon. They are comfortable with the their current modus sperandf. Many 
o f  these fSms are hfghly centralized. On the other hand, newer and smal les  
firms are, on the whole, more open to change, Many have yet t o  establish firm 
patterns o f  administration; and many vdew the export market as theis principal 
fie1 d o f  endeavor. 

* POLITICAL STABILITY MID ECMQUIC W I L L  CWT'IWE 

The pol i ti cal cl ieate in the Domini can Republ i c  has remained stab1 e f o r  the 
past 25 years. There 1 s no reason to be1 i eve that it w i  1 I not continue t o  be 



stable. Political s t a b i l i t y  has had a positive impact on the growth and 
evolutfon of firms In the pr ivate  sector, and has been sesponsi bls for a surge 
in investments by fore;gn firms in the Dominican eeonamy. 

Reduced funding far  the public sector has had an adverse affect on programs 
which these institutions undertake, employee sal aries and moral e. This has 
jeopardized the1 r future and has prompted substanti al horizontal mabi 1 i ty frm 
the pub1 i c  sector to the private sector. Some informants guest! oned the abil i ty 
o f  the pub1 ic sector t o  continue to provide adequate investments in research and 
training whfch buttress the economy, and which the pr ivate  sector expects the 
government to make. 

Mhi psawed by mountf ng bal anee o f  payments gaps, pub1 i c sector deficits, and 
depreci ati on o f  i ts national currency, the Domf n i  can Repuhl ic' s economy has 
experienced slow, and at times negative, growth. This has in turn led to high 
inflation and rising unemployment, The recession in the United States has 
further hampered the ability o f  Dominican firms to export t h e i r  products. As a 
consequence of these factors, many Dominican firms have gone bankrupt and out o f  
business, and the ability of many firms to export has been curtailed, 

The emphasis given by the Dominican government to tourism and construction 
industries, and to free trade zones has been paralleled by a neglect o f  the 
agricultural sector. There has been a tendency for agricul turaf firms to 
diversify, particularly into non-traditional export crops. However, many have 
been limited by the lack o f  c red i t  and timely technical assistance. 

(b) Project Purpose 

* PRIVATE SECTOR FIRMS RECWHIZE WEED TO UPGRADE EHPLQYEE SlCXtLS 

On a phi l ssophi cal 1 eve1 , a1 1 fi Fms recogni ze the need to upgrade the work 
ski 11 s o f  the i r  empl oyees. On a prasti cal l eve1 , supervi sops i ndi cat@ that they 
are willing t o  invest t i m e  and monetary reocurces in skill training, depending 
on the type o f  training. With regard to long-term, degree training, there is 
uni versa1 agreement that  this training i s appropri ate for personnel who are 
l i kel y to become future executives ar high 1 eve1 managers. In the case of family 
f i nws, these individual s are often members o f  the owner fani 1 i es. Farmri 1 y f i rrns 
are less willing to invest in n a n - f d l y  members who are less 1 ikely to remain 
with the firm. They are also less 1 ikely to place them in executive positions 
i n  which they would be best able to capitalize on their training. 

F i m s  are more 1 ikely to approve s f  short-term training, particularly that 
which i s  provided i n  the Dominican Repubf ic. I t  i s  less (disruptive and less 
costly. Supervisors also indicate that short-term training is more l ike ly  t o  
respond t o  specjfic manpawes needs i n  the firm, 

* EMPLOYEES VIEW fPlftTHUI TRllIHfW AS A FACTOR I H  JOB €MAREHEW 

Returned part i cf pants unf versa1 1 y apgreci ate the importance o f  trai nf ng as 
a faceor i n  jab enhancement. In Dominican society, there is great appreciation 
sf the f mportance o f  add4 ttonal training, both t echn ica l  and academic, i n  future 
job and general social mabill ty. 



Most returned trainees indicate that their j ob  careers and salaries Rave 
been enhanced by the training which they received. This is true for long-term 
tratning and short-term t ra ining in the Dominican Republ ic and overseas. 

* M L I C  SECTOR IMSTf lWIOMS ME WPPOCtfIVE OF PRIVATE SECTOR 6Ravnl 

Thts assumption has been verified during the duration of DETRA. FUNDAPEC 
has provided substantial resources for the preparation ~f manpower from the 
Central Bank and CEDOBEX. Both institutions are viewed as keys to increasjng 
export activities by Dominican firms. Other institutions, such as ISA,  INTEC and 
other universities , a1 so prsvi de important support for  f i rms that export. 

* MPLOYMEMT OPPORTUNITIES EXIST FOR TRAIHB) PERSOWEL 

According to the project design, all trainees should have been employed far 
at least two years prior to being proposed for fellowships. The project assumes 
they will continue to be employed by sponsoring firms upon return, Thus, 
employment opportunities exist for personnel trained under the program. A 
returned p a r t i  c i  pant survey % ndi cates t h a t  many empl ajment oppostuni ti es exist 
with firrns that have not participated i n  DETRA. Many participants now work for 
firms other than those which sponsored the1 r training, I t  i s  wore prevalent for 
those who were sponsored by public sectar ins t i tu t ions ,  

(c) Project Outputs 

PRIVATE SECTOR FIWS WILL F I M I A L L Y  SUPPORT EHPLOYEES IH TRRIMIH6 

In general , thf s assumpti on has been val i dated by DEVM. H O W ~ Q ~ P ,  firms are 
more w i l l i n g  to support short-term training because it i s  less costly, and 
because it imp1 ies that  personnel will be absent from t h e i r  jhobs for less time. 
Firms are less disposed to continue t o  provlde salary support for long-term 
trainees, particularly i f  the trainees do not have established 1 inks to the firm, 
such as being members of owner Pami 1 ies. 

* QUALIFIED CANJXBAVIES ARE A V A I W L E  FOR TMZIILM 

DETRA has been able to identify qua1 ified candidates f o r  training slots. 
This has varied somewhat by the type of training and the origin of  candidates. 
Typically, short-term training has not required academic rigor in ga~ticipants. 
However, It has assumed that candidates are i n  positions, or wi 11 be promoted to 
positions, in which they can take advantage ~f the tsaining received. This has 
not  a8 ways been the case. Host participants, who undertook I ong-term trai nf ng, 
have suesessful I y c m p l  ated the1 r programs, They have been screened aeca~di ng 

I to abi 1 f ty to hand1 e the Engl 1 sh 1 anguage and by graduate school s and ahissi ans 
offices at U,S. universities, or other appropriate training institutions. 

The p a l  o f  candidates for the program turned out t o  be somewhat smaller 
than originally zntdcipated, particularly for 1 ong-term t r a f  nlng. Hany prjvate 
sector f i m s  are srnal 1 and have few employees abt e to undertake training. €1 ther 

I f i rms eannot af ford  to release them or they cannot afford to pay assostated 
costs. This has resulted tn a tendency fop graduate training to be e l i t i s t  in 
the sense that only f i rms which can afford to pay counterpart funding 



participate. Flnanci a1 strength is another screening criterion. Firms in the 
financial sector have been most able to cover these contributions. Many in the 
agricultural sector are unable to pay because of its depressed condition. 

* L W  IMTXMIOMS HAVE FACILITIES W CAPABILITIES FOR ORWffIH6 
SEHIWm§ Am WMWPS 

In-country training has general 1 y been ~f hf gh qua1 i ty and apgl f cabil ity. 
CNHE has identified the content o f  courses by sol icitlng inputs from affiliates 
o f  that organization. FBINDAPEC has used various sources o f  Information, 
Sncludtalg newspapers and public institution informants, Organizations providing 
the training are $el eeted through open competition. Bypi call y, CNHE and FUHBAPEG; 
solicit proposals and select the best one for each short-course. Training 
entities have used various facil i ties for their training, including their own 
infrastructure and local hotels and other simi 1 ar facil ities. 

On the whole, project assumptions have been robust. They have not been 
total 1 y borne out; however, DETRA has proven to be of  considerable cti 1 ity and 
has impacted on the par t ic i  gating i ndi vfdual s and i nrtituti ons. The 
organi zatlonal focus on individual firms and pub1 i c  sector institutions, through 
use o f  Enterprise Training Pl ans, appears to be based on assumptions which are 
less v a l i d  i n  the Dominican Republic than in other countrfes. Although the 
reduced validity of these assumptions reduces the utility o f  training for 
individual ftrms and institutions, it does not reduce the util i ty of the training 
for individuals, nor the impact on key sectors. Alternative approaches t o  the 
otganizatian of future training projects are discussed in the recornendations 
section of t k i  s report. 

OR64HIZATIONlbL APPROACH 

1. Implementation sf  Fim Level Approach 

(a) Introduction 

A basis assumption of DETRA is that greater training impact w i  1 l result from 
a f ~ c u s  on private seetor firms and related governmental organiratOons rather 
than individuals or economfc sectors, Although it will be impossible to verify 
thds assmptf on, given that we have no poi rat of reference grounded in individual - 
or sector-based training programs, the assumption can be assessed dndi sect1 y by 
peviewing aspects o f  project Implementat! on and impacts that are related t o  it, 

The Enterprise Training Plan (ETB)* is the fundamental design tool to 
f a c i l i t a t e  focus on individual firms and institutions, Because the ETP is a 

* - Government agencies and parastatals also participated I n  the program. 
Typical l y ,  the p1 ans prepared by these entities are referred t o  as Xnstdtutional 
Traf ning Plans. €TP will refer to training plans prepared by private sector 
f i rms and these 1 ns%i t u t i  cns. 



precond!tion for partici pation in the program, it screens institutions. In 
addition, i t  is desf gned to help shape training programs offered to candf dates. 
The are meant to identify organizational l eve1 constraints, t r a i n i n g  needed to 
overcome thsa, and specific candidates far this training. Thus, i t  i s  meant t~ 
f aci 1 i tate agpi i cat i on of know1 edge acquired upon return to the organi malion. 

Because it is the key element o f  the f lrm 1 eve1 pl anning strategy, The ETB* 
was the subdect o f  major discussion by Renforth (1990) i n  his previous evaluation 
o f  DETM. Me hf ghl tghted several major problems wi th  t h e  desi gn and use of  ETPs, 
and made several reccmnendations for changes which have since been incorporated 
f nto the program by CMHE and FUHDABEC (the imp1 ement i ng agencies) . 

In part, t h i s  assessment of the validity of the design and implementation 
of firm level planning process, as a key to DETRA, w i  1 1  d ~ a w  on Wenforth's 
report. In part, it will extend the analysis to exa~ine  changes in 
implementation which have occurred since he made his recomnendations, and 
training impacts which have occurred since then. $y reconanendations will focus 
on the design of future training projects, given the experiences which have 
surrounded DffWA, and the use of ETPs. 

(b) heparatian o f  ETPs 

Renforth (1990) has documented the df f f icul t i es faced by implementing 
agencies i n  getting f i  ~ m s  to prepare ETBs. In part, the d i  f f  lcul ties encountered 
were due to the 1 imi ted planning capacity o f  the f i  rns. Wany are small and are 
guided by 1 eaders who may not have a ful l appreci ; :ion for the concept o f  1 ong 
range pl anning , parti cul ar l y i n  the area o f  human resource devel opment . Hany 
face pfessing time constraints, and given the I ow priority which they assign to 
the planning process, are unwill ing to Cel egate much time to them. Many have 
l iai ted experience i n  conducting formal $1 anning exercises. This is 1 ess true 
o f  government and parastatal organizations, which typically have assigned 
individuals and/or o f f  1 ces t o  human resource devel opment topics  and programs. 
Host private sest~r f i rms  lack this structure and attention t o  planning. Thus, 
FUNDAPEC experi ewes l eso prabl ems i rr gett ing sponsoring f ns t i  t u t i  ans to prepare 
gl ans than did CNHE. 

Candidates were encouraged to encourage their employers to prepare ETPs and 
to provide sponsorship for their training. This s h i f t  i n  focus resulted i n  
easier identi f i  cati on and timely pl acement of 1 ong-term training candidates. 
However, i t  may a1 so have reduced overall itflpact of the program by supporting 
candidates wf  t h  m r e  tenuous t i e s  ta sponsoring firms and by providing training 
re1 want to  indf vjdual needs, but 1 ess so to sponsoring firm needs. Analyses o f  
tralning impact, based on s survey of returned participants, will assess program 
pl aaning o f  %ices and are fami I f ar with pl anni ng processes. 

Preparation o f  mPs progress through several stages. During the first 
stage, emphasis was placed on working with individual firms. This proved t o  be 
an extremely slow and difficult process, Concern for getting long-term 
candidates  placed i n  graduate programs in time to complete their programs caused 
a s h i f t  i n  focus f r m  firms t o  individual candidates. During the second stage, 
impact, The program i s  currently i n  the third stage, whish refe~s to completion 
of short-term trainl ng comi tments , Based on Renf~rth's recomnendatf ons, no EBPs 



are being required f o r  p a r t i c i p a t i o n  i n  in-country  t r a i n i n g .  

The implementing agencies  have worked hard t o  meet p r o j e c t  des ign terms, 
p a r t i c u l a r l y  t h o s e  re1  a t e d  t o  t h e  p repara t ion  o f  ETPs. In fact ,  the CNHE has 
a1 l oca ted  resources  spec1 f i c a l l  y t o  t h i s  a c t i v i t y ,  and t o  re1 ated subsequent  
fa1 1 ow up wi th  p a r t i  c j  pat! ng f i rrns . S i m i  1 a r l y ,  FUNBAPEC has worked c l o s e l y  wi th  
government, parastatal and NGO p a r t i c i p a n t s .  FUNBABEC has had 1 ess di f f  i cul  t y  
i n secuping t r a f  nf ng pl ans f ram governmental orpani aati  ans  , 1 a rge l  y because many 
had p rev ious ly  prepared them and were s t r u c t u r e d  t o  undertake p lanning exercf ses. 

(c) Advantages o f  F im Level Approach ( ~ P S )  

Conceptually,  seve ra l  major advantages e x i s t  t o  thSs approach, r e l a t e d  t o  
expected  impact on ind iv idua l  f i rms as we1 1 i n d u s t r y  s e c t o r s  and i nd iv idua l  s. 

By i d e n t i f y i n g  firm l e v e l  c o n s t r a i n t s  and address ing  then, the program 
i s  designed t o  make t h e  firms more compet i t ive  and more e f f e c t i v e  c o n t r i b u t o r s  
t o  the Dominican economy, p a r t i c u l a r l y  t o  a c t i v i t i e s  r e l a t e d  t o  e x p o r t  of 
Dominican products .  

$ By I jnkinl; ind iv idua l  t r a i n i n g  t o  firm employment comni tments, it ensures  
that  t r a i n i n g  will be used to the b e n e f i t  o f  t h e  Bominican economy. 

4 By i d e n t l  f y i n g  t r a i n i n g  needs, i t  fac i  1 i t a t e s  prepara t ion  o f  t r a i n i n g  
p r g r a m s  wjth g r e a t e r  re levance  t o  problems faced by par t f  cipating i n s t i  tutions. 

Under1 y i  ng t h i s  r a t i o n a l  e are severa l  assumptions which w i  11 be eval  uated 
i n  a subsequent  sect7on. This a n a l y s i s  sugges t s  t h a t  the r a t i o n a l e s  may less 
v a l % d  fo r  the Dominican Republic t h a n  for o t h e r  s e t t i n g s .  

(d) D i s a d ~ ~ t a g e s  sf  Fira Level Approach 

There a r e  s e v e r a l  d isadvantages  t o  us ing t h e  f i r m  l e v e l  approach, 
p a r t i c u l a r l y  when related t o  t h e  use  o f  rigorous t r a i n i n g  plans.  In  large 
measure t h e y  a r e  d i s t i n c t  t o  the pecul j a r  ecozomic and c u l t u r a l  circumstances o f  
the Dominican Republic. T h i s  context imp1 ies a 1 ack o f  t r a d i t i o n  o f  working wi th  
manpower t r a i n f a g  plans.  Many p r i v a t e  sector f i r m s  are new and have not  
p rev tous ly  undertaken similar exercises. Furthermore, most firms are relatively 
small and many are family owned and operated.  Any long-term t r a i n i n g  i n  
r e f e r e n c e  t o  them will probably i nc lude  the p a r t i c i p a t i o n  of members o f  the 
insmediate fami ly .  The tremendous u n c e r t a i n t y  which pesvades the Dominican 
econoa i  probably augurs a g a i n s t  1 ong-term pl anni ng. Host f i rms are concerned 
w i t h  contemporary problems which cond j t ion  t h e i r  s u r v i v a l  from week-to-week 
r a t h e r  than wi th  long-term t r a i n i n g  needs. F i n a l l y ,  there i s  a tendency i n  the 
Domf nican c u l t u r e  t o  focus  on individual  s, t h e i  s needs,  capaci  ti es, and how they 
may re1 ate t o  firm or organf z a t i  onal needs. Thus, the tendency i s  not t o  begin 
with t h e  firm and relate i t s  needs t o  individual  t r a i n a n g .  Rather, i t  1s t o  
begin with the indivDdual and relate h i s  c h a r a c t e r i s t i c s  to firm needs. 

Several major d i  sadvantages  d e r i v e  f rorn t h i s  context. They are wore canrrrsn 
t o  private sector ftrrns and t o  MGD. Govarnm%nt agencies and parastatals 



I typical Iy have undertaken pl anni ng exercises, parti eul arly in reference t o  
demands by other donor-snansored pragrzms. Thus, t h ~ j  are accusfosed t o  them 
and, i n  many cases, have offices which are dedicated t o  their preparation. 

$ ETPs have been defined by many private seeto? firms and RGQs t o  be an 
application requiremezrt rather than a reference doc~,lment. Asearding t o  

I f nformants, about ha1 f were I n i  t i  a1 1 y prepared by the candidate htmsal f with 
l i t t l  e os not i n p u t  by other members o f  the firms involved, ar?Q s:metimes after  
candidates were actually selected fop the program. 

Q Hany s f  the p%,ns Kare notwwell Bone, Sera lack important pieces of 
informatton. Others faD 1 t o  identify firm level constraints well. Some do not 
clear1 y inference the trainlng needed t o  overcome identi f i ed  constrai~ts. 

6 The time and effort provided by impletnenting agencies i n  assisting firms 
prepare their training plans has been substantial. I t  has exceeded that 
envisdoned i n  the project design. 

, + T r a i ~ i n g  plans  for  smal: znd/or family owned f i r m s  tend t o  focus on the 
needs o f  t h e  potential  particZpants rather t h a n  firm needs. This i s  a logical 
outcome o f  the reduced pool of candidates for training i n  these firms. 

+ Re1 ated t o  a1 1 o f  the above, Renforth (1990) showed that  the informatSon 
in t h e  UPS is  not extensively used. His analysis  o f  the content of ETPs and 

I graduate degree level training programs showed tha t  only about 2M o f  the 
t r a i  n i  ag was re1 ated t o  needs i dent i f i ed in t ra ining pl ans . Furthermare, firms 
f ndi cated that they had no other use For the pl ans. My analysis of ITPs prepared 
during the past two years Indicates t h a t  t h i s  percentage may have increased 
somewhat, bct not appreciably from a cast/benef i t  perspective. 

lb 
(e) Assuptions o f  Firm Level Approach 

Implied i n  the above discussion are several assumptions regarding Row the 
ETB model re1 ates t o  eanstraints faced by the i nvolvad firms through training 
provided under the program. These merit additional discussion, because re1 ative 
success of the program depends on their val i d i  ty, 

$ BTPs identifymst serious f i n  level ccnstraints - The ETP model assumes 
t h a t  ffrm managers are involved i n  preparing them, This occurred for most 
government agencies. It was much less comsn for private sector f irnrs, probably 
because tog management was nst involved i n  the preparation of the ETP, 
Furthermore, most do not have personnel off ices,  or individuals charged with 

1 
overseeing personnel devel oprnent . 

+ Firms propose training t o  solve constraints - The FTP model assumes tha t  
the - s t  important firm level constraints are identified in t h e  ETP and tha t  
proposed trafning w i  1 l solve them. 

I 
1. In many cases, the application process was initiated by individuals, 

some o f  whom had marginal adfil iation with firms. They learned o f  t h e  
avaf 1 a81 1 6 t y  o f  fel i aws h i  ps through newspaper ads, o r  through acquaintances, and 



sonretimes ddrecfly approached the CNHE about them. Many ETP's were prepared by 
the trainees themselves and then approved by a firm. ETPs were viewed by many 
ffrlns as merely a requirement in the appl leation process; and there was a 
tendency for them to be filled out to satisfy the training interests of 
individuals rather than the training needs o f  the firms. 

i t .  Because o f  the prsparation costs fmpl ied, the EIB requirement has 
only been ri gorously applied for long-term training, This type of trahing only 
addresses long term needs, because most trainees w i  1 1  be absent from thejr firms 
f o r  at I east two years while studying abroad. However, the paradox is that many 
ETP' s focus on short-term technf cal constraints, most o f  which are not addressed 
by long-term training. Firms indicate a preference to hire Prom existing pools 
of manpower to address imedi ate1 y the short-term constraints. They cannot 
afford t o  wait for the trainees to return to address them. 

i i I. Other ETPs often mention pol icy and cther contextual constral nts, 
most o f  which cannot be addressed by training private sector personnel under this 
program. There was 1 ittl e or no coordination wi th  government agency firms In the 
preparation of their ETPs and proposed staff development programs. 

iv. Several firms approached the fell onshi ps for overseas training as 
rewards for the1 r personnel. In many cases, there was no direct relationship 
between the job requirements o f  employees and the training provided. Some 
returned trainees c~mglaf ned o f  their inability to apply what they learnad i n  
the5r jobs ugon return, 

O training provided responds to needs - Jt is easier for training 
provfders in the Dominican Republic to offer training which responds to actual 
needs, assuming that selection o f  participants i s  based on training needs, They 
can interact directly with the CNHE and FUNBAQEC in p~eparing their programs and 
are cognizant o f  the needs o f  the sectors Prom which trainees come. Training 
providers in the U,S. have had greater d i f f i cu l ty  in a1 igning their programs with 
real needs, In the case o f  short-term training, the courses provided have often 
been off-the-she1 f. They were o f  hi  gh qua1 i ty, but 1 ess d i  r e c l  appl ieabf 1 ity. 
Returned short-term trainees have indicated that  they especially appreciated 
observational tours which exposed them to alternative ways of doing business. 
Long-term training is much more 1 i kely to resaond t 3  long-term training needs. 
Much o f  the long- and short-term overseas training has been consistent with needs 
identified in the demand study conducted at the onset o f  the program. Examples 
of t h i s  training are degree programs tha t  were provided In technical areas, such 
as computer information systems, food processing, and international law. 

+ Pastf cjpants return to their  Institutions after train1 ng - About 30% o f  
the returned trainees indicated tha t  they do not work for  the institutions which 
ostensibly sponsored them f o r  the training. Hany have moved on to other 
a p l  oyers S n response to better sal arl es, work envi r~nments, and opportun? t ies.  
In s w  cases, CNME and FUNDAPEC were unable to detect tha t  trainees were not 
actually employed by sponsoring insz tions prior to departure for training. 
In other cases, firms were unable t o  .c 3y trainees ugon return. Some had gone 
~ u t  o f  buslness or were fnoperztive other reasons. 





Table 2 
Utjl i t y  o f  Training by Qual j t y  o f  I ~ s t i  tutionai Training Plan 

Oualitv o f  Trainin5 Plan 
Hi qh Low Tota l  

CNHE- - FUNPEC CNHE FUNPEC CNHE FUNPEC 
U t i  1 i t v  -- # !% -- # X - -  # % - -  Bf  % - -  # 9: - -  # X 

High 9 64 7 64 10 91 1 17 19 76 8 47 

Hedi m 5 36 4 36 -_ _- 4 65 5 20 8 47 

Low * - - - - - 1 9  1 17 1 4 1 6 

-- -- - -  - -  - -  - -  
Total 14 56 11 65 11 44 6 35 25 100 17 100 

prepared low qua1 ity traf ning plans d i d  so. On the other hand, 31 percent o f  the 
private sector trainees from firms with law qual i ty  t ra in ing plans rated their 
t raining as highly useful while only 64 percent o f  those from firms w i t h  high 
quality training p:ans d i d  so. Thus, the data indicate that there i s  l i t t l e  
kalatfonshi p between usefulness of t ra in ing  received and qua1 1 ty  o f  t ra in ing 
plans for CNHE-sponsored trainees, and t ha t  i t may be sl ightly negative. 

Table 4 
D i f f i c u l t y  Applying Training by Qual i t y  o f  Inst i tu t ionai  Training Plan 

Qua1 i t v  o f  T r a i  nina Pl an 
M i  ph how Total 

Difficulty 
apply1 ng CNHE FUNBEC CNHE FWNPEC CNHE FUNPEC 
Prainine - # - % - # - X -- gr % -- # % -- # % - # - % 

None 9 64 5 50 7 58 4 42 16 62 9 50 

Some 5 36 4 40 5 42 2 29 10 38 6 33 

Hush - - 1 10 -- - -  2 29 - - -- -- 1 17 
- - -- -- -1_ -- - -  

Total 14 54 10 56 12 46 8 44 26 100 i 6  100 

(G) Di f Bicul ty  In  Applying f raining 

Data on the relationship between qua? i t y  a% training plans and d i f f i c u l t y  
i n  applying training Lipon return are found in Table 4. Nost returned 



gartic4pants have been able to apply their training. Over ha1 f indicated that  
they have not had any prabtems doing so and on1 y one FUNDAPEC trainee indlcatsd 
that Re had much d i  df icul t y  doing so. 

The re1 atlonshi p between qua1 i ty of training plan and d i  ff i cul t y  encountered 
in applying training i s  weak, but is in the expected direction far both CNHE and 
FUNDAPEC trainees. On7 y FUNDAPEC trainees i ndi cated that they had much 
d l  f f icul  ty applying what they 1 earned. Thus, the overall rate o f  return appears 
t a  be higher for CMME tsaf nees, despite the f a c t  t h a t  training pl ans o f  private 
sector firms were mare psakly prepared. 

Id] Impact through Changes Prmted  upon Return 

Data on the relationship between quality of training plan and impact on 
institutional change are found in Tab1 e 5. Sl i ghtl y over ha1 f of the respondents 
indicated that they have brought about i ns t i  tuti ~ n a l  change after receiving their 
training. FUNDAPEC trainees were more active in promoting change i n  their 
empl oyer institutions. 

Table 5 
lrnpact throu$! Changes Promoted by Quality o f  Institutional Training Ptsn 

Qua1 i ty o f  Training P I  an 
H i  ah Low Total 

Know1 edqe 
Used t o  kake CNME FUNPEC CNHE FUMPEC CNHE f UNPEC 

Chanqes # % # % # % # %  
I _  -- - I _  - # % - - # % -- 

I Yes 8 62 8 50 6 50 5 71 14 56 13 76 

Data indicate that the re1 at i  onshi p between training g7 an qua1 i ty and cha-rge 
impacts vzr% es by type of program. FUNDAPEC trainees empl oyet by inst i tut ions 
which prepared Isk qua1 ity training plans were more 1 i kely to have promoted 
insti tut i  ~ n a l  change than were trainees from i nstf  tutiaas which prepared high 
qua? ity trafning plans. The opposite i s  true for f X H E  trainees. Those frm 
firms which prepared ht gh qua1 i t y  training plans were most 1 d kely t o  psmote 
inst!tutionel change. 

(e) Salary Increases 

Salary i s  a measure o f  personal galn. Data on the relationship between 
salary increases received after trafning and quality o f  training plans i s  found 
i n  Table 6. They Indicate that half o f  the CNME trainees Pelt that their 
training led to salary increases, while only 22 percent of the FUWDAPEG trainees 
$Id so. Training has lass impact on salary increases f o r  pub1 l c  sector and/or 





Table 7 
Impact o f  Training on Industry Exports, Diversification and 

Earnjngs by Qua1 i ty o f  Institutional Training P I  an 

Iffpact Qualitv o f  Traininci Plan 
on Hi eh Low Total 

CNHE CWHE CNME 
Exmrts - -  # % # % -- -- Y X  

High 2 22 - -- 2 18 

Medi urn 7 78 1 50 8 73 

tow - - --  3 50 1 9  
- -  -- -- 

Total 9 82 2 18 11 100 

D l  we~sl  fication 

Medi m 4 36 2 40 6 38 

Low 2 19 -- -- 2 12 

High 5 45 5 33 10 38 

Med i arm 4 36 7 47 11 42 

LOW 2 19 3 28 5 20 
- -  -- -- 

Total 11 42 15 58 26 100 

(8) m r y  o f  Data h a l y s i  s 

t These data are not necessarily def in i t ive ,  given the limited number o f  
respondents who were from i n s t i  t u t j  ons which had prepared training $8 am. 
averthe1 ess, they do suggest that the expected strong re1 ationshi p between 
qua1 i t y  of' taaf ning plans and impact i s  absent. High qua1 i ty  trai nlng pl  ms do 
not necessarily lead ts higher volume o f  exports, product dlvetsiff catlon and 
higher earning levels. Burthemore, it can be fnfersd that resources dedfcatd 

I to helping institutions pregahe training plans have not yf elded the expected 
p i t % w e  results. Further analyses o f  training impact ars presentst! tn 
subsegumt sect% oat. 



(R) Exp1 anations for Reduced9 Impact of ETP k t h o d o l  ogy: further !If scussion 

There are severa l  exp lana t ions  f a r  why the ET P rnethodol ogy has  n o t  r e s u l t e d  
i n  t h e  d e s i r e d  p o s t - t r a i  n i  ng impacts.  When considered  t o g e t h e r ,  t h e y  probably 
account  %or most of t h e  d iscrepancy between e x p e c t a t i a n s  found i n  t h e  p r o j e c t  
des ign  and outcome. 

i . Participant k b f  l3ty - Many of the returned g a r t i  ci pan t s  no l onger 
work for t h e  i n s t i  t u t f  ons which o s t e n s i b l y  supported them whi 1 e there undertook 
t r a i n i n g .  The su rvey  of r e tu rned  p a r t i c i p a n t s  indicated one t h i r d  or more have 
changed jobs. Assuming t h a t  participants r ece ived  t r a i n i n g  that  was designed t o  
addkess problems o f  t h e i r  employer f i r m s  upon r e t u r n ,  the p o s i t i  we impacts of 
t h e i r  p o s t - t w i n i n g  i n p u t s  were lost when t h e y  changed fjrms. 

i i . P Problem Identification - Several  respondent  supesv i sors 
i n d i c a t e d  that  they ques t ioned the v a l i d i t y  o f  an important  assumption sf the ETP 
method01 ogy; namely, that exi s t i n g  problems should be i d e n t i f i e d  and that 
t r a i n i n g  should be proposed t o  address them. Th i s  sequence f i ts  for short-term 
traintng, However, ETB" a r e  no t  r equ i red  f o r  shor t - te rm t r a i n i n g ,  a t  l e a s t  
that  given i n  the Dominican Republic, as recornended i n  a previous  evaluatiaii. 

Firm r e p r e s e n t a t i v e s  quest ioned t h e  iiseful ness o f  1 ong-term train1 ng t o  
solve these problems. They noted t h a t  t h e i r  firms need t o  have p r o f e s s i o n a l s  
working for  them who can address  major problems when t h e y  p resen t  themselves. 
€TP's are r e q u i r e d  for  overseas  t r a i n i n g ,  much af  which is long-term. Firm 
r e p ~ e s e n t a t i v e s  indf cate t h a t  they p r e f e r  t o  enter the exi st9 ng I abor market t o  
f i n d  i n d i v i d u a l s  wi th  qua1 i f i c a t l o n s  which he lp  t h e i r  imnediate problems, r a t h e r  
than w a i t i n g  f o r  employees i n  t r a i n i n g  t o  address  them upon return. 

iii. Fim Level Acceptance of  PlannSng - Many firms question the value 
o f  the planning exercise. Many had not had previous planning exper ience ,  Others 
had serious f inaaci a l  di f f i cul  t i  es and were more concerned about address1 ng them 
than considering future needs. They fa i led t o  see t h e  l i nk  between long-term 
manpower devel opment pl anni  ng and so I u t  i ons f o r  the! r f i nanci a1 probl ems. FOP 
this and o t h e r  reasons ,  some firms d i d  n o t  take the planning process s e r i o u s l y .  
They fai 1 ed t o  engage high 1 eve1 managers i n  the exsrci se, and, consequently, to 
relate t r a i n i n g  t o  firm needs. This may e x p l a i n  i n  p a r t  why many r e tu rned  
p a s t i c i  pan t s  i n d i c a t e d  t h a t  t h e i r  f i rms  did not a p p r e c i a t e  the c o n t r i  Butions 
which they could make, and, t h e r e f o r e ,  d i d  not provide them wi th  ~ g p o r t u n i t f  eo 
t o  do so. 

4v. Focus on Individual - Business executives i n  t h e  Dominican Republ i c  
appear t o  focus more on i n d i v i d u a l s  than  f i rms when they a s s e s s  t r a i n i n g  needs 
and how skills can be u t i l i z e d .  Th i s  may reflect t r a i t s  p e c u l i a r  t o  t h e  Latin 
culture. As noted by R e n f o ~ t h  (1990) they approach t r a i n i n g  Pram the 
p e r s p e c t i v e  o f  t h e  1 ndivf dual. They evaluate h i  s/her abi 1 i t i  es and t r a i n i n g  
needs first and subsequent ly ,  how a d d i t i o n a l  ab i  1 i t ies gained through t r a i n i n g  
can h e l p  their firms. This  i s  the o p p o s i t e  o f  t h e  approach found i n  the WP 
rsethodology which begins  by identifying needs o f  the f i r m  and wo~ks t o  
dndfviduali training needs t o  h e l p  t h e  firm address them. The d i sc repancy  i n  
appkoach way have 1 imited the ab i  1 i t y  of executives t o  proper1 y fol low the ETP 
m t h o d e l  ogy when compl e t j  ng their p l  ans . 



WIDWE OF CRITICAL MASS APPROACH 

The project paper a1 1 uded to the intent of the project to tsain a critf cal 
mass of employees. It did  not necessasi 1 y state whether th is  critical mass was 
to be in a specific firm or industry ap sector. However, there was a statement 
to the effect that it was supposed to af fect  export levels and agricultural 
diversiff eat ion. 

An analysis of participant l i s t s  indicates that  trainees were broadly 
distributed across industries and across sectors. There was no indf cation o f  a 
concerted attempt to t r a l n  "critical massesu, whether wi thf n insti tutieas or 
sectors. 

In thf  s section, we review CNHE and FUNOAPEC recruitment and training 
policies. The evidence i s  largely anecdotal and resulted from intervqeus with 
program managers of these two institutions. 

CNHE selected griori ty industries i n  structuring i t s  i n i  tial training 
program. To the extent t h a t  i t  excluded certain industries i t s  strategy 
ref1 ected concentratj on of resources. The CNHE Administrative Comni ttee decided 
t o  exclude the insurance and finance industries i n  the first phase o f  CNME's 
program. Its members be1 ieved that these industries possessed sufficient funding 
t o  pay for tReSr own training. In addition, the industries were believed t o  be 
less central to promotion s f  exports and agricultural diversi f ication than 
others. CNHE eventually decided to train employees from private banks. 

The chairman o f  the Admini strati ve Cerni t t e e  recommended that  fol l  ow on 
programs focus on on1 y a few industries in order t o  benefit from the interactive 
effects o f  csitical mass training. Me indicated t h a t  the program, i f  i t  wepe t o  
focus on the private sector, should be sufficiently flexible to allow 
representatives o f  the private sector t a  select the industries which are t o  
receive preference. 

FUNDAPEC 1 s responsible for selecting and providf ng trai aing tr, partf c i  pants 
from pub1 ic institutions and NGOs. Thus, discussion o f  critical mass training 
takes en a different connotatisn than for the private sector. Public sector 
institutions and N60's can indirectly impact on exports and industry 
dhversi Meation by affecting government pol icies and by providing appropriate 
training t o  representatives o f  the private sector. Training given to their 
mpl eyess cannot direct1 y affect these tondi ti ons because they do not d i  recta y 
contribute to private sector a c t f v i t i e s .  

There was same svi dence of a critical mass approach on the part o f  FUNDAPEC. 
Although resources were spread across numerous institutions, many participants 
were selected from the Central Bank -- regrssentlng the financial sector -- and 



from the Super1 or f nsti tu te  o f  Agriculture ( ISA)  -- representing higher 4 

agricarl tural education. FUHOAPEC employees indicated that thi s was done 
purposely. By training a large number from the Centrai Bank, they hoped t o  
i nf l uence credi t  and t a r i  f f pol i ci es which impact on export/import activities. 
By training a iarge number o f  I S A  faculty, they hoped to strengthen hfghes 
edueatt on for agri cut tura l  produeti on and for export sf agricultural products. 

The primary purpose o f  the survey was to gather data in order to assess the 
ov@rall rate  o f  use o f  training, the impact of training on the careers o f  
part i  c i  pants and i h e i  r sponsosi ng f i rms , and thei r contributions to meet4 ng 
project objectives. Data were gathered for several i ndicators o f  each impact 
dimension; the Indicators are found in the Appendix. In t h i s  section, we l i m i t  
our analysis to one major qndicat~r o f  each impart variable, namely: 

(1) Overat 1 rate of use ~f training - Percent o f  Knowledge Acquired through 
I 

Training Used f n Job; 

(2) Impact on part ic ipant  career - Training Led t o  Salary Increase 

3 lmpaet on sponsoring institutions - Knowledge Gained through 
Taaf ~ i n g  Used t o  Hake Changes i n  mgl oyer Bnstirtutisn 

(4) Contribution to Project Objectives - 1rpac-t on Industry Exprts, 
Psoductivlty and Df versi f ication 

Data allow us to ascertain differences in the impact which the following key 
program v a r i a b l e s  have had on the careers o f  indjvidual  participants, the 
instf tutions which employ then, and project objectives. 

(1) Sector of  Empl oyment ( pr vate vs . pub1 i c/N60) ; 

(2.) Speci f i c i  t y  o f  Training Program (general survey vs . 
produet/industry speci f i c technical training) ; 

(3) Nature o f  Training Provided (managemsnt/admini s t w i v e  vs 
technical /product? on); 

(4) Type of Training (degree vs. non-degree) ; 

(5) Size of Fi  rrn (1 arge vs. small ) ; and 

( 6 )  Location o f  Training (out-of-country vs. in-country) 

Data related to other questions about t ra in1  ng Impact and use wese also 
gathered. They are used t o  explore the relationship o f  outcome variables t o  
characteristics o f  partlcut ar training programs and employer institutions. 



2, Set &ion o f  Pi- t o  Conduct Field Survey 

In1 ti a1 1 y, the General Devel opment Off i ce , USAID/Santo Dorni ngo, was consul ted 
about agprapri ate 1 nst i  t u t  ions to conduct the field survey. Proposals were 
sol 1 cited from Ori entaci on Mertadol ogi ca, 5 .A. (OHSA) and XSA' s Center for Rural 
Devel ogment Administration (CAOER) . CADER was sea ected because i t s  staff caul d 
provide a final product within the time frame af the study. They conducted the 
bie:d supvey b r a  Gune 35-23, I942 ailG i;t"~parecS a sumary report shortly 
thereafter (See Appendix). 

A random sample was d r a m  from a *i i st of a1 1 participants i n  the General 
Devel opnent Traini ng Program. Because more parti ci pants undertook short- term 
t raining progr&as, they were re1 a t i  vel y more emphasized. Unl i ke the Reafo~th 
evaluation, particui ar attention was a1 so given to in-country training, much of 
which has been provided since the preparation of his initial evaluation. 

Table 8 contains a sumnary of the original sampl ing frame and final sample. 
It indfcates the characteristics of the proposed and final samples by type of 
training bos management entities. Participants who fell in the proposed and 
final samples are I i sted i n  the Appendix. The proposed and final samples are 
comparcd according to gender, employment sector and employer type. 

Several charatteri sti cs o f  the ori g i  nal sampl e are noteworthy. F i r s t ,  on1 y five 
NGP-sponsored participants were in the sample, and all c f  them participated i n  
out-of-country short-term training. The number of participants i n  th is  categary 
was exceedingly low; and most were employed i n  the health sector, Approximately 
three pr ivate  sector pasticipants were selected f o r  each publ i c  sector employee 
despite the large number o f  in-country training courses offeredthrough FUNDAPEC. 
fhds all~wed us t o  assess mote fully impact o f  the program on private sector 
firms. Third, the largest block o f  FUNDAPEC participants was from educatfonal 
institutions, while the largest block o f  CNME participants were %sm private 
firms. TRI s ref I eets the cl jentel e o f  each imp1 ementi ng agency. Final 1 y, about 
40% o f  the participants in the origfna'i sample frame were female. The 
percentage was sl i ghtl  y hi  gher for FUNDAPEC manage< parti ci pants, sefl ecti ng the 
fact  that FUHMPEG had 5 hjgher number of participants Prom the education sector 
jn whfch w m n  are more active. 

Comparisons of the final and proposed samples indicate that the percentage 
o f  female respondents in the final sample was sl ightly smaller than for the 
proposed sample -- 33 percent. This oecurred because p~odessors who had 
undertaken short-term il-country t r a i n i n g  were hard t o  locate. Barticf pants o f  
in-country training programs were somewhat over represented, perhaps becagse they 
were the most secent partfcipants i n  the program and had been less wbi'le. 
Economic sector data indicate t h a t  part ic ipants working in heal th/popul at1 on 
programs ape the most under represented. None in the original sample were 
1 ocated and they were not rep1 aced by heal th/gopul ation workers. A1 1 heal t h j  
population workers were mplsyed by NBOs and were highly mobile, both 
ge~gsaphlcal I y and occupational l y . The next most under representsd sector i s 
agrieul ture, which i s  Pol 1 owed by education. Proposti ons o f  respondents mpl oyed 



in the private and publ .lc sectors are consistent with in1  t i a l  expectations. 
About 38 percent were sponsored by pub? ic sector institutions or NGQs. 8 

Table 8 
Characteristfcs o f  Proposed and final Sarn~tes 

Gender 
T e Trainfn 

Pro Fin Pro F t  n ---- 
CWE I 

Graduate Degree 

Short-Term (IC) 

Short-Term (BC) 

Subtotal . .  . . . . . I  43 36 22 22 

M A P E C  

Graduate Degree 

Short-Term (IC) 

Short-Term (OC) 

Subtotal , . . . , . . 
Tatal Samle 

Graduate Degree 

Short -Te.rm ( IC) 

Short-Term (OC) 25 17 15 11 I 
I Total .,.,...... 71 61 41 30 

' Ell 
lPro F i n  ~ 
1 2  

I -- -- 
I 

1 -- I- 

1 2  

4 2 

]I1 2 

9 12 

24 16 

5 4 

11 2 

9 12 

25 18 

E m ~ l  aver 
Gov/NGO PS @ 
Pso Fin Pro Fin ---- 

Pro - Proposed A - Agriculture GOV/NGO - Government/Non-Govern - a 
Fin - Final EC - O t h e ~  Economic Sectors mental Qrgani z a t i  ons 

M/P - Heal th/Popul a t  i on PS - Private Sector 
ED - Education 

In sum, although somewhat smaller than tha t  pvoposed, the final sample Q 
appears to Be representative of the entdre unfverse of particf pants in the 
program. 



4. Intsavf ew Process 

Time invested in the interview process was greater than originalIy 
programed. This was primarily because o f  the high Bevel of job mobi? fty of 
returned parti c i  pants. Mob4 1 i ty was h i  ghest for partici pants who were sponsored 
by pub1 f t sector lnsti tutions and nongovernmental organizations. The sponsoring 
inst1 tution frequent1 y Sndicated that it did not know the new place o f  employment 
06 the partlcfpant. Another obstacle was the refusal by sane returned 
partfcipants t o  take part in the interview. They alleged that they had responded 
to the same questions tn questfonnaires sent to them by CMHE, FUNDAPEC and/or the 
USAID Hd ssi  on. Other returned participants were unaarai 1 aQl e for interviews, 
efther because they were out-of-country or had passed away. 

Sirnil ar to what Wenforth reported, several o f  the participants, who had beeir 
selected and trained through CNME programs, were not working for the ccmpanies 
which had sponsored them. They had never worked far  the firms and merely 
received the rp~nsorship o f  the firms for the purposes o f  receivtng their 
trainlng fell owohi ps. 

A f ist of reasons why twenty-two persons in the original sampl ing  frame were 
not interviewed is found in Table 9. It i s  representative o f  the reasons given. 
The reader i s  referred t o  ISA/CADER1s preliminary report fay a listing o f  the 
names o f  these %ndi viduals. 

Table 9 
Reasons Why Respondents Were not Located 

Reason Given Number 

Does not Work Here 8 
Unknown 8 
Out-of-Country 3 
Filled Out Previous Questionnaire 2 
Passed Away B 

5. Impacts by Sector of kploylrent 

Data on the differential application o f  knowledge by sector o f  employwnt 
for tratnees managed by FUWDAPEC and CNWE are found in Table 10. They indicate 
that roughly about 50 percent of al l  rerp~ndents are applying over ha l f  o f  what 
they learned Sn their present jobs. The proportion i s  higher FQP FUNDAPEC 
trainees than for C H E  trainees. The rewai ni ng respondents sorted %hansel ves 
more QV less equally into the categories o f  less than 50 percent of knowledge 
appl f ad and 50 percent appl led. 

CNHE trainees were less likely than FUNDAPEC trafnees to use the knowledge 
they acquired th~ough trainfrsg. Twenty-nfne percent of them indfcated that they 
used less than 50 percent while only 16 percent o f  the FUNDAPEC managed tralnores 
estimated that they used less than 58 percent. f n  past, this difference may 
ref? ect the qua1 f t y  of the trai ni fig pl ans prepared by the employer f nsti t u t  f oas. 
On average, those prepared by pub1 i c  sector f nstitutions were of b e t t e ~  gualfty 



Table 10 
Appl i c a t  i on o f  Know1 edge Acgui red by Sector o f  Employment 

ADPI i c a t i  on o f  Know1 edqe Aceui red 
Less than 50% SIR M~se than 50% Total 

Employment CHHE FUNDPEC CHHE FUNPEC CNHE FUNPEC CNHE FUMPEC 
Secta~ -------L-------- # % # %  # % B Y # % # % # % # %  

BrS vate 14 27 -- -- 14 27 4 80 23 46 1 2 0  51 91 5 16 

Total 16 29 5 16 15 27 8 25 25 44 19 59 56 100 32 100 

and t ra in ing  based on them may have resulted i n  greater application when 
garti cf pants returned t o  their jobs. 

The relationship between sector o f  employment and impact o f  t raining on 
sa lar ies  i s  presented i n  table 11. Seventy-one 71 percent o f  the FUNDAPEC 
respondents bel ieve that  the training has had a significant posi t ive impact on 
the1 r salaries as compaped t o  only 43 percent o f  the private sector participants. 

Table 11, 
Impact o f  Training on Sal aty by Sector o f  Employment 

Traininp Led t o  Salary Increase 
Yes No Total 

h p l  oyment CNHE FUNPEE: CWHE FUNPEC CMME FUHDPC 
Sector -- # %  -- # %  -- # % -- # % - # - % -- # %  

P r i  vat@ 24 45 5100  29 55 -- -- 53 91 5 18 

Total 25 43 20 71 33 57 8 29 58 10Q 28 100 

In part th is  may have resulted from the large number o f  pr ivate sector 
respondents wha gartici pated i n  short-term i n-country t r a in ing  program. f hese 
grogtams general 1 y had 1 owep economic val ue pay off  for garti cS pants. The sector 
i n  wMch part fc ipants are a p l  oyed prior t o  training appears t o  be 'I ess f mportaat 
than the sector i n  which they are employed af ter  training. %ha f i v e  FUNDAPE@ 
trainees currently employed f n  the private sector a l l  indicated that  they 
received substanti a1 sal asy increases subsequent t o  the tsaint ng . The sal a ~ y  
f ncreases may be more a consequence o f  changing emgl oyers than the trainS ng 
I tsel b. 



Overall, i t  appears t h a t  there i s  a sl i ght tendency far training t o  result 
fn  hf gher salaries. Although n o t  reflected in data presented i n  the table,  t h i s  
tendency I s greater for training recei ved out-of-country, parti cul arl y for 
partfcipants from the private sector. 

Data on the re1 a t i  onshi p between employment sector and use o f  know1 edge i 3  
make chknges in employer institutions are presented in Table 12. Host 
respondents have used the training t o  promote c h a n g e s  i n  their employer 
institutions, However, the percentage sespondi ng affirmatively f s greatev for 
the pub1 ic  sector than i t  i s  for the private sector. Seventy-three percent o f  
the FUNDABEC trainees responded affirmatively as compared t o  only 51 percent of 
the CNWK trainees. As was true for saF ary increases, i t  may simply reflect that 
a greater percentage of public sector respondents received out-of-country 
trai ni ng. Other data indicate that parti ci pants in i n-country training programs 
were more l ikety t o  find the training received t o  be less relevant t o  their j o b  
responsf b3 1 i t i  es. 

Table 12 
Knowledge Used t o  Make Changes by Sector o f  Employment 

Knowledqe Acquired Used t a  Make Chafizes 

Yes No Total 

Empl oyment CNHE FUNBEC CNME FUNBEC CNHE FUNDBC 
Sector 8 %  # %  # % % "/, -- -- -- -- - # - % -- # %  

Prf vate 26 50 5 600 26 50 -- -- 52 91 5 17 

Publ i c/PVO 3 60 17 68 2 40 8 32 5 9 25 83 

f otal 29 51 22 73 28 49 8 27 57 100 30 100 

In sum, these returned participant da ta  suggest t h a t  training has resulted 
i n  participant initiated changes i n thei  r empl oyer i n s t i  t u t i ~ n s  more often than 
it has not. However, t h i s  overall trend is primarily due t o  training of public 
sector emgl opes. 

Contributtons o f  training t o  project objectives are indjcated i n  the 
fsl 1 owing table. On1 y data for CblHE-sponsored garti ci pan t s  are pravi ded because 
t h e y  represent participants from the private sector. Several of these impact 
variables are on1 y re1 evant t o  individual s from private sector f i sms. 

The total column shows t h a t  about one h a l f  of the respondents failed t o  
answer t h e  questions. This reflects the nature of t h e  firms in which the 
respondents were employed. Initially, t h e  CNHE management office concentrated 
on firms that were exporting products. However, t h i  s rule was eventually sel axed 
I n  order t o  a1 low employees of firms wi th  a potenttat t~ export, such as banks 
and other financi a1 inst i tut ions,  t o  participate.  Many o f  theta have not exported 



Table 13 
Impact on aport$ ,  Produeti v i  t y  and D l  versi f i cat i  on by &np1 oymenl Sector 

Im~act 
Empl oyment Ha.ior M i  nor Hone Tota l  

Sector 
CNHE CHHE CNHE CMHE 

Exports -- # % -- # X -- # % -- # % 

Pub1 i r/NGO 8 89 -- L C  1 11 9 31 

Total 12 41 10 35 7 24 29 100 

Product i Y i ty  

Pri vat@ 14 44 13 41 5 15 32 91 

PUM i C/NGO - -  -- 3 aoo I -  a* 3 9 

Total  14 40 16 46 5 14 35 100 

Diversification 

Pub? i c/NGO -- -- 1 100 -- -- 1 3  

Tot a1 11 36 10 32 10 32 31 100 

products. Simil arly, i t  i s  less 1 i kely that  financi a1 firms will be open to 
product diversi f i eat i on. 

I 
Data shew that training affected the export a c t i v i t i e s  o f  employer f i rms.  

Over 40 percent of the respondents indicated t h a t  their training led t o  major 
impacts on expert activities o f  their employers. Only about one fourth indicated 
that  the training had no impact on them. Overall impact was greater for C M E  
trainees who ase currently employed i n  the pub1 i c  sector or by #GQPs.  Alms+, al l  
indicated that they had a substantial impact on export act i r i  t i es .  4 

Data concerning impaet on f i rrn produeti v i  t y  indicate a simi  1 ar trend. Forty 
percent o f  the respondents indicated that they have had a strong impact on firm 
prodocti vlty, whi 1 e only 14 percent In44 sated t h a t  they have had none a t  a1 1, 
Impacts are greatest for privste sector employees. Forty-four percent o f  them 
indicated that  they have had a a a j s ~  Swpact on psaduettvity, as opposed t o  none d 
o f  the pub1 1 c sector employees. 



I 
Data about jmpact o f  t r a i n i n g  on product  d i v e r s i f i c a t i o n  reflect a s i m i l a r ,  

a1 though 1 ess accentuated, p a t t e r n .  Most respondents  are employed i n  the pri vat@ 
s e c t o r .  About one t h i r d  i n d i c a t e d  t h a t  t h e i r  t r a i n i n g  resulted i n  cons ide rab le  
impact on d i v e r s i f i c a t i o n ,  wi th  t h e  same pe~centage i n d i c a t i ~ g  tha t  they had some 
and no impact on d i v e r s i f i c a t i o n .  

I 
I n  sum, t h e s e  data i n d i c a t e  tha t  t r a i n i n g  has had a d i s c e r n a b l e ,  p o s i t i v e  

impact on p r o j e c t  objectives. However, t h i s  was o n l y  the case f o r  a 1 imi ted  
number of p a r t i c i p a n t s .  About ha1 f were n o t  employed by fi rws engaged i n  exgost 
a c t i v i t i e s  and many do not work for  P i  rms concorned with product di v e r s i  f icati on. 
Rather ,  t h e y  work for firms t h a t  are n o t  product o r i e n t e d ,  such as banks. 
Apparently, the quickest way t o  i n c r e a s e  the impact o f  t r a i n i n g  an p~ojeet  
o b j e c t i v e s  would be t o  limit s e l e c t i o n  of participants t o  firms which expor t  
products .  In p a r t ,  f a i l u r e  t o  1 imit s e l e c t i o n  i n  t h i s  way nay reflect changing 
o b j e c t i v e s  o f  the USAID Hiss ion 's  t r a i n i n g  program. The emphasis has changed 
fr~m expor t - l ed  economic growth t o  trade and investment, 

The data presented on impact of t r a i n i n g  by sector o f  emplsyllent fndicate 
that there are important di ffesences Between seetars. Pub1 $c s ~ t o r  and 
participant3 are more likely t o  use thelr training t o  int~miuce changes upaw 
return and they are mope I S kely t o  experi enee personal benefi t  dram the training. 
Several factors my, i n  p a r t ,  explain t h i s  diffekentia'l $@act, These are (%) 
the tendency for mote pub1 i s  sector part:sipants i n  %Re sample t o  have 
part i c i  pa%& 4 n ~ u t  - ~ f  -country tsaini ng act! vi  t i es , whi eh have a hi  ghes return; 
(2) the higher quality of  public sector and H60 t ~ a i n f n g  plans; (3) the fact that  
publ ic  sector p a r t i c i p a n t s  are -re likely t o  have p a r t i c i p a t e d  i n  i~nger-tern 
t r a i n f n g ;  and (4) t h e  higher job mobility of pub1 ic sector partici~ants. 

6. Impact o f  Specificity o f  Training 

S p e c i f i c i t y  o f  t r a i n i n g  refers t o  the general versus  t e c h n i c a l  e o n t e n t  o f  
training. General t r a i n i n g  is tha t  which provides information which i s  useful 
across a gamut of i n d u s t r i e s  and circumstances. It is  probably best r ep resen ted  
by management and a d m i n i s t r a t i v e  t r a i n i n g  and sr te v i s i t a t i o n s  and tcaulzs. 
Technical  t r a i n i n g  i s  t a r g e t e d  on qua1 i t ies ,  a t t r i  bu te r  o r  needs o f  s p e c i f i c  
p roduc t s  or  i n d u s t r i e s .  Examples are s h o r t  courses on shcre pr*:duetion and 
t a i l o r i n g  of articles o f  clothing. 

Data i n  Table  14 indicate the r e l a t i o n s h i p  between s p e c i f i c i t y  o f  t r a i n i n g  
and aggl i c a t i o n  o f  know1 edge acquired  through t r a i n i n g .  Approximate1 y ha1 f o f  
the respondents  have applied over  50 percent  of the knowledge they acquired  
through the program. However, those who rece ived genera l  training and 
p a r t i c i p a n t s  from public s e c t o r  and I460 i n s t i t u t i o n s  are mare likely t o  apply 
t h e i r  t ~ s i  n l  ng. Thj r ty -e i  ght percent o f  the p r i v a t e  s e c t o r  p a r t i  ci pants, who 
received technical trainf ng, i n d i c a t e d  t h a t  they appl ied  1 ess than 50% of what 
they learned.  This may reflect an tmgerfect f l  t between p a r t f  ei pant needs and 
the t e c h n i c a l  c o n t e n t  of the t r a i n t n g  provided. The  process  o f  s e l e c t i n g  
p a r t  i c i  pants  for in-country  tsa i  ni ng appears t o  have been I ess ri gorotls than fos 
out-of-country trajnf ng, Addit ional  1 y, no t r a i n i n g  plans were required f o r  'in- 
coun t ry  t r a l  n i  ng. 



Table 14 
Appl f catf an of Knowl edge Acquired by Speeifici ty s f  Training 

A P P ~  icati on o f  Knowl edqe Acaui red 
Less than 5a 50% Wore than 50% Total  

Sped f i c f  t y  
o f  CNHE FUHDPEC CNHE FUNBEC CNHE FUNPEC CNHE FUNBPC 

Trainina _ _ I - _ _ c _ - - - -  g % % %  # % # % # % # X # % # X  

General 1 8 B 13 6 50 1 13 5 42 6 74 12 22 8 25 

f echni cal 16 38 4 17 8 19 7 29 18 43 13 54 42 78 24 75 

General training appears to be more easily appl ied than technical training. 
In part, th is  may reflect the nature of the traf ning. Technical training either 
f i t s  the job  or it does not. Management, administrative and other types o f  
general knowledge are more easi ly  applied to various occupations. Future 
tschnical training programs should take greater care to match the training needs 
0% potential gasticipants with the technical content o f  courses offered. 

Table 15 p~esents data on the re: ationship between level o f  specificity o f  
training and the impact of training an salaries o f  returned participants, less 
than half o f  the respondents indicated that their training led to salary 

Table 15 
Impact o f  Trai nf ng on §a1 ary by Speei f S c i  ty o f  Training 

Traininu Led t o  Sal arv Increase 
Yss Ho Tota l  

Level o f  CHHE FUNPEC CNHE FtlEaPEC CMHE FUNDPC 
S~ecf f i ri tv -- I %  -- # %  -- # X -- # X - # - X -- # %  

General 12 91 9 36 1 9 16 64 23 22 25 78 

Total 24 41 11 34 34 59 21 66 58 100 32 100 

i ncreases. However, there arc! marked d i  fferences . Fi rst  , pub1 i c sector and N60 
employees are less T I  kely to receive saI ary increases far the tralnfng they 
receive. Saconb, over 9@ percent of the pr ivzte sector employees, who recetved 
general t raf  n l  rag, be1 1 eve that the training favorably impacted on thei r sal aries. 
Host occupy eanagement and administratfve pasftians. They were rewarded for  
f ncseasi ng thei s- 2d99 n i  strat f ve and management ski 11 s. Both gri vate and 



pub1 tc/N60 sector sponsored empl ayees were 1 ess 1 i kel  y t o  be rewarded f o r  
t echn i  ca9 t r a i n i n g .  

I n  sum, It appears that  p a r t i c i p a n t s  are mare l i k e l y  t o  be rewarded f o r  
r e c e i v i n g  genera l  t r a i n i n g ,  which may be degree or non-degree t r a i n i n g .  Jhd s 
conclus ion underscores  t h e  importance o f  management and admi n i  strative ski 11 s, 
p a r t i c u l  arly i n  the ps i  vate sector. 

Data i n  Table 16 i n d i c a t e  t ha t  knowledge acquired was used to  i n t roduce  
changes I n  empl syep i n s t i t u t i o n s  more often than i t  was not. This i s  true f o r  
genera l  and t e c h n i c a l  t ray n ing and far p r i  vat@ and pub1 i c s e c t o r  p a r t i c i p a n t s .  
S i x t y  p e r c e n t  of She recipients of  general t r a i n i n g  (12 o f  20) i n d i c a t e d  t h a t  
t h y  used their t r a i n i n g  t o  make changes as d j d  61 pe rcen t  o f  the r e c i p i e n t s  o f  
t e c h n i c a l  t r a i n i n g  (41 of 77). P a r t i c i p a n t s  sponsored by FUNDAPEC were most 
l i k e l y  to have used the training for th is  purpose. Seventy-seven percent 
responded a f t 1  rmati vel y, whi 1 e on1 y 53 percent o f  the parti ci pants sponsored by 
CNHE responded af-f l  rmat 5 vel y. 

fab le  I6 
Knowl edge Used t c  Hake Changes by S p e c i f i c i t y  Level o f  Training 

Knowl edqe A C Q U ~  red Used t o  Make Chanaes 
Yes No Total 

Level af CNHE FUNPEG CNHE FUNPEC CNHE FUWPC 
Speci f i c i  t v  -- # X  -- # %  # % # %  -- -- # % # %  - - -- 

General Survey 6 46 6 86 7 54 1 13 13 23 7 23 

Techni c a l  24 55 17 74 20 45 6 26 44 73 23 77 

Total 30 53 23 77 27 47 7 27 57 100 30 108 

An excep t ion  -4 this g e ~ s r a l  p a t t e r n  o f  responses e x i s t s  f o r  private s e c t o r  
respondents w h ~  received general  t ra ining . F i  fty-four percen t  i n d i c a t e d  that  
they d i d  not u s e  the knowledge t o  in t roduce  changes upon r e t u r n .  #any 
pastici pants indEeated that their sponsor i  ~ r g  firms have highly central d zed 
d e c i s i o n  making s t r u c t u r e s .  Many part ic ipants f e l t  tha t  they were not grovi ded 
opgortranitfes t o  put new management i d e a s  i n to  p r a c t i c e .  

Tab1 e 17 contains data sumari mi nS the re7 ationshi p between sgeci f i c i  t y  o f  
t r a i n i n g  and its impact on pro jec t  objectives for p a r t i c i p a n t s  frm the private 
sector. As was indicated In the a n a l y s i s  of 'these data  by sector o f  employment, 
t5a number o f  particfpants who dec l ined  t o  respond I s  q u i t e  h igh  because they 
work for firms which do not expor t  products. 

The number a f  participants who r eee lved  general t r a i n i n g  and who responded 
t o  these questions i s  q u i t e  small. However, their response patterns i n d i c a t e  
tha t  t raining which they recehed dad a favorable impact on project  



Table 17 
Speci fieity of Training Impact on Exports, Productivity and Diversification 

Speei f i e i  t y  Impact 
of Major Mi nor None Tot a1 

Training 
CNHE CNHE CNHE CNHE 

€xmr t s -- # % -- # % # % -- # 7% -- 
General 3 60 1 20 1 20 5 21 

Techni cal 1 5  12 63 6 32 19 79 

Total 4 17 13 54 7 29 24 100 

Productivity 

Gener a1 5 71 2 29 -- -- 7 20 

Technical 9 32 14 50 5 18 28 80 

D l  versi f i cati on 

General 5 63 3 37 -- 8 25 

Techni cal 7 29 7 29 10 42 24 75 
-- -- -- -- 

Total 12 38 1Q 31 10 31 42 100 

objectives. Hi  t h  regard to ff rm export activities, 60 percent i ndi eated that use 
of trainf  ng had a major f nrgact on them. Impacts on P i  rm p r o d u c t i v i t y  and product 
divers4 %I cat i  on wese even greater. Seventy-one percent i ndi eated that t h e i  r 
tralning was used to make a m a j ~ s  impact on graducti v i  ty  and 63 percent Sndi cated 
that  they used their training t o  make magor impacts on product Cgj versi flcation. 
All indicated that they used the i r  t raining t o  make a t  least sane Impact on 
groducttvl ty and product diversf f i ca t i  on. 

The impact o f  product and industry specific t raining i s  less evf dent. On1 y 
one recipient o f  t h i s  training jndicated that  he had used It t o  make a major 
impact an export ac t i v i t i es .  Thirty-two percent indicated that  their training 
had resulted i n  no dapact on export act lvi  tf es. Data on firm productjvity and 
product dl versi f 4 cat1 on i ndd tate  s l m i  8 ar impact trends, a1 though they are 1 ess 
marked. Techndcal training had more o f  an impact on p r ~ d ~ c t i  vi ty  levels and 
diversi f icatf  on than export act ivi t ies.  Thirty-two percent o f  the respondents 
indicated that  their  t raining resulted i n  major impacts on ff r m  productivity and 



29 percent indicated t h a t  it resulted in major impacts on product 
dfvessiff  cation. This contrasts with 18 percent who indicated that they dfd nat 
use their tratning to make any impacts on firm productivity and 43 percent who 
indicated that  they fa i led  to  use the t ra in ing  t o  make any impacts on product 
divers1 f ication. 

In  sm, these data suggest that general training i s  more 1 i kely t o  result 
l a  greater impacts on firm production than i s  technical training. A t  least tm 
q l  anati ons 7 0  this finding resarl td frcg conversatf ons wf t h  returned 
partjcfpants. First, general training provided p a r t d e i p a ~ t ~  ~ 4 t h  a greater 
awareness o f  al ternati ve markets and a1 ternat i ve product devel o p n t  . f echni cal 
training was wre  1 tkely to focus on improving product quality, Whereas both are 
impoptant, browledge which led t~ awning o f  new ~sarketo and identificatfon sf 
altesnative prdarcts for exports may have had more impact. Second, general 
training i s  mope ape1 icable across a variety of elrcuiastances. It i s  easier for  
partlci pants t o  agpl y thds howl edge upon return regasdless  o f  here they work 
or what they do. %me respondents indicated that the tehsical training which 
they received was net applicable t o  theis Jobs. Pnappsoprf ate screening o f  
candjdates for t h i s  training may have redarced I t s  utf 1 i t y  f ~ r  participants when 
they returned to  their jobs,  

7, Impact o f  Mature o f  Training 

Nature o f  training i s  somewhat analogous to specificity of training.  It 
refers t o  whether or not the training i s  in management and admini s t r a t i  ve theory 
and practi cs o r  re1 ated to technical and/or praducti on topics . 

Data in Table 18 indicate that  management and administration training i s  
more often applied than i s  technical training. The relationship i s ;  strongest for 
pub1 i c sector p a r t i  ci pants. ?via tni rds ef the FwDAPEZ parti ci pants appl i ed 

Table 18 
Application o f  Knowledge Acquired by Mature of Training 

A P P ~  1 cat i on o f  Know1 edae Acau i red 
Less than 50% 5m More than 50% Total 

Mature 
of CNHE FUNDPEC CMHE FUNPEC CNHE FUHPEC CNHE FUHDPC 

Trainina - - - - L - L - -  # % # %  # Y # % # X B % # Y # X  

Management/ 
Administration 7 18 3 12 12 32 5 20 19 50 17 68 38 70 25 78 
Techni ca? 1 
Prsductfon 18 63 2 29 2 13 3 42 4 24 2 29 16 30 7 22 

--------I---- 

Total 17 31 5 16 14 26 8 25 23 43 19 59 54 108 3% 100 

over 50% of the managenrent/adnri nf s t r a t i  on train1 ng which they received as 
compared t o  ha1 d o f  the CWE participants. Over 80 percent o f  the respondents 



from either sector appl i ed a t  1 e a s t  ha1 f of the1  r management/admi ni  s t r a t i  on 
tratning. 

Technical training re1 ated t o  production i s s u e s  f s much 1 ess f r e q u e n t l y  
applteb, Over 70 percent of t h e  p a r t i c i p a n t s  from both s e c t o r s  indicated t h a t  
they applied 50 percent or less of  t h e  t e c h n i c a l  t ~ a i n i n g  which they ~ e c e i v e d .  
Qf even greater s i g n i  f l c a n c e  I s  t h a t  63 percent o f  the private s e c t o r  respondents  
inddcated  that they had used less than h a l f  o f  the t e c h n i c a l  t r a i n i n g  they 
r ece ived .  This i s  impor tant ,  given the tendency i;l the program t o  emphasize more 
short-term t e c h n i c a l  t r a i n i n g  . Many respondents i ndi e a t e d  t h a t  t e c h n i c a l  course 
content had no bearing on their j a b s ,  and, t h e r e f o r e ,  was e s s e n t i a l l y  u s e l e s s  to 
thm. 

T h i s  outcome may reflect a prob7 em i n  the recrui tment process  for technical 
short-courses. Insufficient case may be given 'to i d e n t i f y i n g  cand ida tes  #ha can 
readlf Ty app ly  t h e  t e c h n i c a l  training. The more t e c h n i c a l  the t r a i n i n g ,  the 
narrower the base o f  q u a l t f i e d  candfda tes  f o r  t h e  t r a i n i n g .  Admin i s t r a t ive  and 
management t r a i n i n g ,  on the other hand, i s  more applicable t c  dif ferent  
s i t u a t i o n s  and d i f f e r e n t  types  o f  industries. 

Whi 1 e data on 1 eve1 o f  appl i c a t i  on i ndi cat@ t h a t  management-type trai ni ng 
is applied more often, data i n  Table 19 indicate t h a t  t r a i n e e s  use both 
management and t e c h n i c a l  /producti  an t r a i  n i  ng t o  make changes i n  the1 r sponsor ing 
i n s t i t u t i o n s .  Management/admini stration t r a i n i n g  is most used t o  m a ~ e  changes. 
Fi f ty- f ive  percent o f  the p r i v a t e  s e c t o r  p a r t i c f  pants i n d i c a t e d  that  they 
introduced changes based on the!  r management t ra ining,  as d i d  61 percent o f  the 
pub1 i c  sector and NGO p a r t i c i p a n t s .  Over ha1 f o f  the pub1 ic and private s e c t o r  
p a r t i c i p a n t s ,  who received t echn i  eal , product  spec i  b i  c training, responded 
aff i rmatively to  t h i s  ques t ion .  

Table 19 
Knowledge Used t o  Hake Changes by Nature o f  Tra in ing  

Knowledqe Acquired Used t o  Make Chanqes 
Yes No Tot  a1 

Nature o f  CMHE FUNPEC CNHE FUNPEC CNHE FUNDPC 
Tra ln inq  -- # X  -- # %  -- # % -- # % -- # % -- # %  

Hanagenrent/ 
Adminis t ra t ion  19 59 9 64 13 41 5 36 32 57 14 50 

Technj cal / 
Product ion  12 50 8 57 12 50 6 43 24 43 14 50 

Total 31 55 17 61 25 45 11 39 56 100 28 100 

Whereas nu t  a11 t r a i n i n g  has been apgt i e d  by p a r t i c i p a n t s  t o  their jobs, 
these data indicate that  t ra ining has had a p o s i t i v e ,  important impact on the 



organ1 xatf on and production facets of sponsoring institutions. Tho overall 
impact o f  tralning can probably be increased by tightening up the selection 
process for partf cipants. The fac t  that training p% ans are not required for 
short courses makes this mare difficult. Oescri ptians of course contents should 
be distributed t o  prospective partjcipants and their sponsors prior the 
nolnfnatton process to increase the f f  t between interests o f  indf vidual s nominated 
and tsalwfng provided in short courses. 

Data in Table 2Q indicate the returns which participants received from their 
training. Sal ary increase patterns associated with nature of training para1 lel 
those associated with 1 eve1 ad: s p e d  a1 i ration of trai ning . The greatest returns 
are evident1 y from management and administrative training. Participants from the 
private sector experience the greatest returns. Forty-eight percent indkated 
that training had a direct, favorable impact on their salaries. Thirty-six 
percent of the parti ci pants sponsored by pub1 ic sector institutions and N68's 
indf cated that their sal aries were favorably impacted by training. This 
contrasts wi t A  si gni fi cant1 y 7 ower returns for gasti ci  peat§ who recei ved 
techni aal , psoducti on-re7 ated training . On1 y 25 percent of pr ivate sector 
partd ci pants and 29 percent o f  pub1 i c sector and MGO paptici pants indicated that 
their saI aries were f a v o ~ a b l y  impacted by this training. 

In part differences probably ref1 ect the scope o f  impact o f  d l  fferent types 
o f  trai ni ng on emgl oyer operati ons . Changes i n management and admini strati ve 
patterns are more 1 i kel y t o  impact on the enti re organization whereas technical 
impacts are more l ikely to be product sgeci fic. This abservatf on is in no way 
meant to demean the importance o f  product quality improvement fo r  firm 
competitiveness. However, it may be less likely to be reflected in wage 
increases. 

Tabte 20 
Impact of Training on Salary by Nature s f  Training 

Traininq Led to Salary Increase 
Yes No Total 

Nature o f  CNHE FUNPEC CNHE FUHPEC CNHE FUNDPC 
Tsaf ~l ncr -- t 9 :  -- # X  # %  # % -- -- -- # % -- # %  

Management/ 
Administration 28 48 9 36 22 52 16 64 42 72 25 78 

Pechni csl / 
Productf on 4 25 2 29 12 75 5 ' 7 1  16 2!8 7 22 

Total 24 41 11 34 34 59 21 66 58 100 32 100 

Whereas the impact of training an salaries has been high1 ighted, it bears 
rawmberlng that 1 ess than 50 percent o f  the respondents indicated that  their 
training had any impact on their salaries. Thus, incentives other than salary 
increases may be necessary to induce pa~ticipation in the tradnlng programs. The 
opgortuni ty t o  travel is an obvi aus incentive f o r  out-of -country trai ning, 
Incentives for in-country training are less apparent. Among them may be the 



opportunity to network with individual s with simi 1 ar jobs and interests, and the 
opportunity t o  obtain free training which i s  valued by Dominican society. 

Tabulation o f  data on the overall impact o f  nature o f  training on project 
target Ereas yields results similar to those for firm and indfvidual impacts. 
As was indicated in earl fsr sections o f  this report, about ha1 f of the private 
sector respondents and no pub1 i c sector and HGO respondents answered questj ons 
i n  thls section because they deemed them to be irrelevant to their  jobs. The 
fact  that so many pastici pants dai led to re1 ate to these questions may be a 
result ~f changf ng objeeti  ves o f  the General Bevel opment Jsaf ni ng program and a 
corresponding need to broaden the base o f  participants in the program. 

Table 21 
Impact an Expo~ts, Broducti v i t y  and DIvessi f i cati on by Nature of Training 

Nature Impact 
o f  MaS or H i  nor None Tota l  

Tralning 
CNHE CNHE CNHE CNHE 

Exmrts -- # %  -- # % -- # % -- # X 

Total 4 17 13 54 7 29 24 100 

Total 14 41 15 48 5 11 34 108 

Total 12 38 10 31 lo  31 32 100 

The data show that  technical and product re1 ated training have had smaller 
impacts on original project objectives. Five of the s ix  respondents who answered 
the question about impact on exports indicatsd that  their training d id  not lead 
t o  any Impact on export activl t i es .  Hone indicted that  it had a major impact on 
them. H a n a g e n t  and admini s t s a t i v e  traf fling, on the other hand, had a posit ive 
fspact en expost ast iv f t ies .  About one fourth o f  the respondents who received 



t h i  s type of t r a j n i n g  i n d i c a t e d  t h a t  i t had a major impact on their employer's 
e x p o r t  acti v i t ies .  Another two t h i r d s  indicated t h a t  i t  had a minor impact. 
Thus, f o r  e x p o r t  a c t i v i t i e s ,  i t  appears t h a t  on1 y management and admini s t s a t i v e  
t r a i n i n g  have had impacts d i  scernabt  e t o  t h e  p a p t i c i  pants. 

Impacts on p r o d u c t i v i t y  f o l l o w  the same trends; however, a s  migh t  be 
expected,  t e c h n i c a l  and product  specific t r a i n i n g  have g r e a t e r  fmpacts. One 
respondent  dndfcated that t echn ica l  t r a i n i n g  had a major Impact on hf s firm's 
producttvf  t y .  In  a8 1, 60 percen t  i n d i c a t e d  t h a t  t h e i r  t r a i n i q g  r e s u l t e d  i n  same 
gosft ive impact on p roduc t iv i ty .  On t h e  ~ t h e r  hand, impacts o f  management and 
admf nf strative t r a i n i n g  on p r o d u c t i v i t y  were apparen t ly  much g r e a t e r .  Over ha1 f 
o f  the respondents  who received t h i s  t y p e  of t ~ a i  n i  ng i n d i c a t e d  t h a t  t h e  t r a i n i n g  
r e s u l t e d  f n  major impacts on produc t iv i ty ,  and 35 percent  i n d i c a t e d  t h a t  t h e i r  
training had a t  l e a s t  some impact on produc t iv i ty .  

S lmf la r  t r e n d s  are a t s o  ev iden t  for t r a i n i n g  impacts on product  
d i  versi ffcat? on. Few respondents  t o  t h i s  question rece ived management and/or 
admin i s t r a tdve  t r a i n i n g ;  however, most i n d i c a t e d  that  t h e i r  t r a i n i n g  r e s u l t e d  i n  
a majo;. impact on d i v e r s i b l c a t i o n .  [bout two t h i r d s  a f  t h e  respondents  who 
r ece ived  t e c h n i c a l  and/or product  s p e s i  f i c t r a i n i n g  i n d i c a t e d  t h a t  they had used 
their t r a i n i n g  t o  impact on product d i v e r s i f i c a t i o n .  

These data clearly indicate t h a t ,  from t h e  perspective sf individual progran 
participants, mznageaeat at,:! a d m i n i s t r a t i v e  t r a i n i n g  have had a greater Impact 
tm employer institutions, on thefr own careers, and on project abjectivea. 
Althaugh less nark&, th is  re1 ationship a1 so holds fo r  use o f  knowledge obtained 
through t r a i n i n g  t o  p r m t e  change i n  t h e  m g l o y i n g  institrstfsns. 

8. Impact a f  Type o f  Training 

Type sf training refers to graduate degree versus nowdegree programs. A1 1 
1anf;-term t r a i n i n g  was designed t o  1 ead t o  H.S. o r  Ph.8. degrees  or  t h e i r  
equivalents. Short- term t r a i n i n g  is no t  designed t o  l e a d  t o  degrees. 

The re7ationship between type o f  t r a i n i n g  and a p p l i c a t i o n  t o  employer 
i n s t i t u t i o n  upon return i s  found i n  Table 22. As was expected a g e s i t 9 v e  
r e l a t i o n s h i p  exists for t r a i n e e s  from both the p r i v a t e  and public s e c t o r s .  
However, among t h o s e  who received degree trai  ni ng , p r i v a t e  s e c t o r  p a r t i c i  pants 
were mre 1 ikely t o  apply the t ~ a i n i n g  on their  jobs. Fif ty  pe rcen t  indicated 
t h a t  they have a p p l i e d  over h a l f  of what they l ea rned ,  while only 10 percen t  
i n d i c a t e d  t h a t  they have agpfled less than  h a l f  o f  what they learned.  Thfs 
c o n t r a s t s  w i  t R  pub1 i c  s e c t o r  and NGO 6mpl oyees. Only one t h i r d  iwdlsa ted  that  
they apgl led over ha1 % of what they lea rned ,  whi l e ii t h i r d  i n d i c a t e d  they have 
app7 led less than h a l f  of what  they learned.  

b n g  nsn-degree p a r t i  ci  pants, pub1 i c s e c t o r  and M60 parti c i  pants apply mre 
of what they learned than do p r i v a t e  sector participants. Sixty-two percent of 
t h e  pub1 l c  s e c t o r  pa r t f  c i p a n t s  indicated t h a t  t h e y  Rave appl i e d  aver ha1 f of what 
they l ea rned  as compared t o  40 percen t  s f  p r i v a t e  s e c t o r  pa r t i c ipan t s .  Eighty- 
four percen t  UP the p u b l i c  sector participants i n d i c a t e d  t h a t  they have applied 
h a l d  or  more o f  what they lea rned  as c o n t r a s t e d  with two th i rds  o f  the private 
sector participants. 



Table 22 
Appi i cati on of Know1 edge Acqui red by Type of Training 

Application of Knowledqe Acquired 
Less t k n  5m 50% Wore than 50% Total 

TY pe 
o f  CNHE FUNOBEC CNHE FUNPEC CNHE FUNPEC CNHE FUNDPC 

Trainina ---------------- # % # %  # % I % # % # % # % # %  

Degree 1 10 1 33 4 40 1 33 5 50 1 34 10 18 3 9 

Non-Degree 16 31 4 I4 10 23 7 24 17 40 18 62 43 82 29 91 

Total 17 32 5 16 14 26 8 25 22 42 19 59 56 106 32 100 

Table 23 indicates the relationship between type of  training and use of 
training t o  make changes i n  employer institutions. Over half of the returned 
gartiejpants have used t h e i r  t ra in ing  t o  make charges. Fifty-three percent sf 
t h e  private sector participants used the knowledge ~ M a i n e d  for th is  purpose as 
compared with 60 percent o f  the public sector respondents. Degree training i s  
more l i ke ly  ts be ut i l i zed .  AH1 public sector pastielpants indicated that 

Table 23 
Knowledge Used t o  Hake Changes by Type o f  Training 

Knawled~e Acquired Used t o  Make Chenaes 
Yes W o Total 

Type of CNHE FlilMPEC ENHE FUNPEC CNHE FUNDPC 
frai ninq -- # %  -- # %  -- # % -- I % # % # %  - - -- 
Degree 8 57 3 108 5 43 -- -- 14 25 3 10 

Nun-Degree 22 52 15 56 21 48 12 44 43 75 27 90 

Total 30 53 18 60 27 57 12 40 57 100 30 100 

they had used their training to introduce changes, while 57 percent o f  the 
private sector partfci pants indicated that they had done so. The difference may 
reflect the tendency for private sectos flrms to be less receptive t o  inputs. 
Hany o f  them are family firms, whose executives may be less receptive t o  
suggestions by emgl oyers . 

Table 24 shows the impact o f  type o f  training on partkcipant salaries.  
Degree training has had an important positive impact on salaries o f  prfvate 
sectav part! cigants. Ninety-two percent o f  them indicate that the training has 



had a positive impact. fhf s contrasts wlth only 33 percent of pub1 i c  sector 
participants. In part, this undoubtedly images the financial difficulties o f  
public sector institutions. They lack resources with which to  reward their 
emp7 oyers for additional training, despite its significance to their 
organ4 aatf ons . 

Table 24 
Impact o f  Training on Salary by Type o f  Training 

Traininu Led to  Salarw Increase 
Yes No Total 

Type o f  CNHE FUNBEC CNHE FUNPEC CWHE FUNOPC 
Trai ni n<r -- # %  -- % %  -- # % -- # % - # - % -- # %  

Degree 12 92 1 3 3  1 8  2 67 13 22 3 94 

Nan-Degree 22 27 10 34 33 73 19 66 45 78 29 6 

Total 24 41 11 34 34 59 21 66 58 100 32 100 

NOR-degree training has considerably 1 ess impact on sal aries, regard1 ess of 
the sector from which participants come. Only 27 percent of the private sector 
participants indicated that non-degree training had any impact on their sal aries, 
which 34 percent of  the public sector employees indgcated that i t  had a positive 
4 mpact . 

Tab1 e 25 sumnariaes the re1 a t i  onshi p between type o f  training and sgeei f i c  
project objectives. Some variation in impacts by type of objective and by type 
of training are evident. 

With regard t o  impact on export activi ti es, graduate degree training appears 
t o  have had a sl l g h t l y  larger impact than non-degree training. One third of all 
deglree recipients reported that  they have had a major impact on export activities 
o f  their ffrms, whereas only 11 percent o f  non-degree participants reported 
having ha3 majar impacts, By contrast one th ird  o f  non-degree participants 
indicated that they had no impact on export activities, as contrasted wi tR on% y 
17 percent o f  degree recipients. 

TrainSng impacts on firm productivity are more notable, Sixty percent o f  
a l l  respondents who undertook graduate degree training indicated that they Rave 
had a major impact on firm productivity. This i s  about twice the percentage o f  
non-degree recipients who responded that they have had major impacts. A11 degree 
participants f ndicated that they had at 1 east some impact on the productivity of 
theSr Plrms, while 28 percent of the non-degree participants Sndicated that they 
had no impact of productivity. 

Data about product df v e ~ s I  ficatian ref lect  a rimil ar pattern. Hal f o f  the 
degree recipients indicated that  they hz5 a major impact on product 



Table 25 
Impact on Exports, Productivity and O i  ve~si f icati on by Typo o f  Training 

Type Im~act 
o f  Major Mi nor None Total  

f rainins - 
CNHE CNHE CNHE CNHE 

Ekvorts -- # % -- # % -- # % -- # % 

Degree 2 33 3 50 1 17 6 25 

Won-Degree 2 11 10 56 6 33 18 75 

Total  4 17 13 54 7 29 24 100 

Degree 6 60 4 40 -- -- I0 29 

Non-Degree 8 32 22 48 5 20 25 71 

Total 14 40 16 46 5 14 35 100 

Degree 5 50 3 30 2 20 10 31 

Non-Degree 7 32 7 32 8 36 22 69 

Tot a1 12 38 10 31 10 31 32 100 

divers1 f i cat i  on as contrasted to on1 y about one third of non-degree reci p i  ents. 
Furthermere, 80 percent o f  a1 1 degree recipients indicated they had a t  l east some 
impact on product diversification, while slightly less than two thirds of non- 
degree rectgients did so. 

In om, degree training has had a greater fmpact on ewployer institutions, 
the caaee~s o f  gartic1 pants and on project objectives than non-deg~ee train1 wg . 
~ v c s ,  the dd f besences are not marked, Br i vate sector espt oy-s have general ly 
had a greatel impact on their esployers than public sector empleyees, although 
th is  i s  only true for degree recipients. Private sector degree rec%gients 
benefitted .ore frm trafning thaw did others. Degree training had a greater 
f @act than am-degree training on a1 1 project objectives. However, i t s  inpact 
was $Peatest on f im prductlvity and least on export activ% ty. 

9. I q a c t  o f  Size o f  Fim 

Size o f  firm was measured differently for private sector, and for pub1 i s  
sector and HGO employers. For private sector firms, 1 arge Ts defined as having 



a volume o f  business which is greater than DR$5,000,000 per year. For other 
institutions, large is defined as having 20 or more employees. Use o f  different 
indfcators i s  approprl ate. Yo1 m e  of business is 1 ess meaningful for public 
sector f nstitutions because they are not prafi t oriented. It i s  an important 
indicator of grlvate sector firm size because o f  the1 r profit orientation. 

I n  Tab1 e 26 are presented data on the re1 ationship between size of employer 
institution and appl icatlon o f  t ra ining.  Pub1 i c  sector p a r t i c i  pants are more 
1 i kely to apply knowledge gained through tradning than are private sector 
participants. Sf xty-two percent indicated that they have appl i ed over ha1 f o f  
what they learned as contrasted with only 42 percent o f  the prtvata sector 
part3 c i  pants. One th i rd  o f  the private sectc? parti c9 pants appB ied 1 ess than 
hat f ~ f -  what they 1 earned whi I e only 16 percent of non-pri vate sector respondents 
d id  so. 

Some variation exists those who appl ied over ha1 d of the knowledge they 
obtaJ ned through trai a1 ng . Eighty percent of the pub1 i c  sector employees from 
small institutfons indicated tha t  they appl ied over half o f  what they learned. 
By contrast, less than one th ird  of the public sector participants Prom large 
institutions appl i ed  over ha1 f o f  what they 1 earned. Less than 50 percent o f  the 
private sector participants from small and 1 arge firms indicated that they 
appl i ed over ha1 f o f  what they 7 earned. 

Table 26 
Appl ication of Knowl edge Acquired By Size o f  firm 

ADDI 1 cat4 on o f  Knowl edqe Acaui red 
Less than 50"/. 50% More than 5Q% Total  

Size 
o f  CNHE FUNDPEC CNHE FUNPEC CNHE FUNBEC CNHE FUNDPC 

F i  rm _ _ _ _ L _ _ _ - - - -  # % # X  # X # % # % # X # % C %  

Large 12 32 4 31 10 26 5 38 16 42 4 31 38 73 13 42 

Total 17 33 5 16 13 25 7 23 22 42 19 61 52 100 31 100 

L i t t l e  vard ation exists among those who have appl i ed I ess than ha1 f of what 
they learned. Wmong private sector participants, about one third o f  those 
mpl oyed by smal t or by large firms responded in this way, as did pub1 i c sector 
participants from large inst i tut ions.  As expected, pub? i c  sector employees from 
smaJ1 firms are the exceptton. Only 6 percent indicated tha t  they agplded less 
than h a l f  sf  what they learned. 

Data on the relationship between si te  o f  employer institution and use o f  
knowledge to make changes i s  found i n  Table 27. Over half  o f  the gartjcipants 
used thetr trainlng to introduce changes. The tendency was greatest for public 
sector and WGO employees. Eighty-three percent o f  those employed by small 



Table 27 
Knowledge Used t o  Make Changes by S i t e  o f  Firm 

Knowledue Acauired Used to Make Chanctes 
Yes No Total 

Size of CNME FFUNPEC CNHE FUNPEC CHHE FUHDPC 
F i  rrn -- # %  -- # %  -- # % -- # % # X X - - -- 

Small 9 56 5 83 7 44 1 I7 16 30 6 21 

Large 17 46 16 70 20 54 7 30 37 70 23 79 

Total 26 49 21 72 27 51 8 28 53 100 29 100 

institutions responded affirmatively, as d i d  70  percent o f  those from large 
institutions. These figures contrast with those f o r  private sector employees. 
Fifty-Pour percent o f  those from large f i rms indicated that  they have not used Q 
their  t~atning t o  make changes, as d i d  44 percent o f  those employed by large 
f S res . 

Table 28 
Impact o f  Training on Salary by Size of Firm 

Traininq Led t o  Salary Increase 
Yes No Total  

Sire o f  CN1& FUMPEC CNHE FUNPEC CMHE FUNBPC 
Firs -- # %  -- 8 %  -- # % -- # X - # - % -- # %  

I 

Large 18 47 8 33 20 53 16 67 38 70 24 73 
-- -- -- -- - - -- 

Total 22 41 11 35 34 59 20 65 54 100 31 I00 
I 

Most partfcipants do believe that training has not made any difference i n  
their salaries. Data i n  Table 28 indicate th3t  65 percent o f  the pub1 i c  sector 
trafnees and 59 percent o f  the private sector trainees be1 ieve that t raining 
Paf led t o  fmpact on their  salaries. However, most of the prfvate sector 
participants, #hs responded th ls  way, are from small f i rms whd l e  the inverse is 4 
true for pub1 i c s e t t ~ r  and 8%60 employees . Among non-psi vate sector institutions, 
large pub1 dc sector buroaucsacies are the mast strapped f o r  money. Among private 
sector Pirns, smaller ones may be lease able  to  afford large salary increases 
because of smaller profjt margins. 

There appears to be 1 i t t l  e re1 at ionshi p betwon s i  me o f  prlvato sector ffsm 4 

and contri button to  prodect targe': ~ b j e c t i v e s .  Data i n  Table 29 suggest tha t  no 
relationship exists between firm size  and promotion o f  exports. There i s  only 



a s lx  percent d l  f f~ rence  between those tr om small and 1 arge firms who report no 
fmpact. Respondents Prom small and Tzrge fSrrns provided similar response 
patterns t o  questions about the impact o f  training. Overall, the data inblcate 

Table 29 
Trainfng Impact on Exports, Productivity and Diversification by S:ze o f  Flrm 

Size Impact 
o f  Major M i  nor Hone Total 

Ff PW 
CNHE CNHE CNHE CMME 

amrt s -- # x # % -- # % - -- # % --- - 
Small 1 17 3 50 2 33 6 29 

Large 3 20 8 53 4 27 15 71 
-- -- -- -- 

Total 4 19 11 52 6 29 21 100 

Small 4 40 4 40 2 20 3G 32 

I Large 8 38 10 48 3 14 23 68 
-- -- -- -- 

Total 12 39 14 45 5 16 31 100 

I Large 8 35 6 26 9 39 23 72 

Total 12 38 10 31 10 31 23 160 

that iadivtdual s from large firms have had a sl i ght ly  greater i.efadeacy t o  use 
.heir t raining t o  promote experts. 

Traf ning Jmgact on firm groductivi t y  i s  somewhat greates than an exgoslt 
promotion. Forty percent o f  participants sponsored by small firms jnrrllcatelj t h a t  
their  training has had a major impact on firm product3 $i ty, whf 1 e 38 percent o f  
those from large firms dld  so. None of the differences are large bar Impact 
categordes. Thus, there I s  l i t t l e  indicat ion t h a t  size of firm i s  assocfated 
with use o f  training t o  increase f i r m  productivity. 

There i s  a tendency for employees o f  1 arge f irms t o  use the i r  training t o  
impact on product divers t f icati on. On1 y 12 percent Indicated that their traIaa.i ng 



was not used to impact on product diversi fication, as compared to 39 percent of 
employees from 1 arge f irms. 

Apparently there are no majop differences in project i ~ p a c t  by size o f  
employer dnst%tution. Several exc~ t i ~ n s  t o  th is  geaesaltzatlon are: (I)  the 
tendency for training gtven t a  employees of small pub116 sector inst i tut fms t o  
have a greater impact an t h e i ~  emp%oyers: and (2) f~l' training given t o  eagioyMS 
o f  private sector Pi- $0 have a greater impact on their perssaal careers. 

10. Impact ~b Location o f  Training 

Location o f  training refers to whether the training was provided in the 
Dominican Republic or at some location outside o f  the country. International 
training is more highly valued by potential yarticipants. However, it is less 
accessdbie to many because it generally requires more f ine and is more expznsive. 

Data in Table 30 reflect the re la t ionsh ip  between location o f  training and 
the appl i eat i  on o f  know1 edge acquired through trai ni ng . Exact1 y 50 percent o f  
the returned partiripants apply over h a l f  of the training which they receive. 

Table 30 
Appl i cati on of Knowl edge Acquired by Location o f  Training 

Appl i cat i on o f  Knowl edse Acaui red 
Less than SOX Srn More than 5U% Total 

Locati on 
~b CMHE FUNDPEC CNHE FUNPEC CNWE FUNPEC CNHE FUNDPC 

Traf nf na ---------------- # % # %  # % # % # % % X # Z P %  

Out-Country 3 12 12 11 8 32 4 21 14 56 13 56 25 45 19 59 

In-Country 14 45 4 31 6 19 3 23 11 34 6 46 31 55 13 41 

Total . 17 30 6 19 14 25 7 22 25 45 19 59 56 100 32 10Q 

F i  fty-nine percent o f  the pub1 i c sector participants indicate that  they have 
applied over ha1 % o f  the knowledge they acquired as eompared to 45 percent ~f the 
private sector part1 cl  pants. However, no df f ferences exist for those receiving 
stat-of-countky training -- 56 percent of both pr ivate  and publ ic  sector 
participants Indjcated that they have applied over ha1 f o f  what they learned. 
Pkivate sector gart ic i  pants were 1 east 1 i kely to indicate that they apgl ied  over 
ha1 f of the trainf t3ey received. 

Private sector participants were more 1 i kel y to apply less than ha1 4 a f  the 
trainfng they receive. Ho~ever, parttcipants o f  in-country courses wepe ~u&?I  
more 1 B kel y t o  have appl i ed 1 ess than ha1 f of what they 1 earned than were out-of - 
country pastf cf pants, This ref1 ecks the generai re1 ationshi g between location 
o f  training and agplicatian o f  training. Both private and publ lc  sector 



participants wsrc more likely t o  apply the i r  training i f  they received i t  at out- 
o f  -country l ocations. 

Simi 1 ar re1 atl onshi ps occur for use of knowl edge acquired through training 
to make changes dn employer institutions. Data in Table 31 show that over half 
of the partici pants used knowl edge acquired to make changes. However, pub1 i c  
sector participants were more 1 ikely t o  use the knowledge for this purpose. 
Seventy-three percent o f  publ ic sector parti c i  pants used their training to make 
changes as contrasted with only 53 percent of the private sector particf pants. 

Table 31 
Know1 edge Used t o  Make Changes by Location o f  Training 

Knowled~e Acquired Used to Hake Changes 
Yes No Total 

Location r;f CNHE FUNPEC CNHE FUNPEC CNHE FUHDPC 
Training -- # %  -- # %  -- # Z -- # % # X # %  - - -- 

Out-Country 15 60 14 82 10 40 3 18 25 44 17 57 

In-Country 15 47 8 62 17 53 5 38 32 56 13 43 

Total 30 53 22 73 27 47 8 27 57 100 30 100 

Variation occurs in use o f  knowledge to make changes by locatlan o f  
training. Out-of-country training i s  mare l ikely to be used for this purpose by 
both pr ivate sector and pub1 ic sector participants. The latter are most I ikely 
t o  apply know1 edge obtained through cut-of -country training. Ei ghty-two percent 
o f  the publfc sector part ic ipants indicated that  have used it i n  t h i s  way. By 
contrast, only 60 percent o f  the private sector partfcipants, who received out- 
o f  -country t ra in ing ,  d id so. Pub1 i c sector participants are a i  so more 1 i kel y t o  
have used in-country training to make changes. Sixty-two percent indicated that  
they have a1 ready done so, as compared to only 47 percent o f  the private sectar 
partici pants. 

The relatlonskip between location o f  training and impact o f  training on 
partict pant sal art es is 1 llustrated in fable 32. Both publ l c  and prtvats sector 
gazticipants who received out-of-country training were more l i ke ly  to indicate 
that  training had a signdftcant positive impact on the i r  salaries. Fifty-fou~ 
percent o f  the private sector part ic i  pants, who received out-of-country training, 
indicated that  it had a posit ive impact on t h e i r  salaries, as did 56 percent of 
the pub1 ic sector parti ei pants. 

An opposite pattern occurred for in-country program participants. Seventy 
percent o f  those from the pr ivate  sector indicated that the training had no 
impact on theis salaries as d i d  sixty-seven percent o f  the publ ic  sector 
part f c i  pants. 



Table 32 
Impact o f  Training on Salary by Location of Trainjng 

Traininq Led t o  Salary Increase 
Yes - No Tot a1 

Location of CMWE FUNPEC CNHE FUMPEC CNWE FUHbPC 
BsaSninsl -- # %  -- # %  -- 8 % -- t % # X # %  - -- 

Out-Country 15 54 ;Q 55 13 46 8 44 28 48 18 55 

In-Country 9 30 5 33 21 70 10 67 30 52 15 45 

Total 2 4 4 1  1 5 4 5  34 59 18 55 58 108 32 100 

The relationship between location o f  training and impact on project target 
Sndicatoro appears to be equally strong. These data are presented i n  Table 33. 
Out-of-country training is  more l ikely t o  impact on export promotion, firm 
produeti v i  t y  and product diversi f i c a t i  on than i s i n-country t r a i n i n g  . 

One fourth of the respondents, who received out-of-country t~arinlng, 
i ndicattd t h a t  it bas had a major impact on export  promoti en. A1 l indicated that 
tratning has had a t  least some impact on export promotion. In contrast, only 8 
percent of those who received in-country training indf cated that  i t  had a major 
impact en export act ivi t ies.  Hal f o f  them indicated t h a t  they were unable t o  use 
theis training t o  impact on export activities. 

A sirnil ar re1 ationshi p o b t a i n s  for impacts of training 7 ocatian on firm 
productivity, a1 though it is less marked. Forty-one percent 04 the out-of- 
country participants indicated tha t  training had a major impact on firm 
product3 vity. On1 y one orst-of -country parti c i  pant indicated t h a t  he d i d  not use 
his  training t o  impact on firns productivity. This contrasts with the in-country 
traln?ng stat ist ics .  On1 y 32 gercent o f  the p a r t i c i p a n t s  indicated that t h e t ~  
training resulted Sn a major impact on firm productivity, while 26 percent 
indicated that their tsaintng resulted in no impact at a l l .  

Impacts o f  training on product d i  versi f i cat1 on have a siai 1 ar pattern. 
forty-seven percent o f  the out-of-country participants indicated that they used 
their training i n  ways which had a major impact on product diversification. Thf s 
contrasts with only 03 percent who indicated that  their training was not used t o  
impact on product diversi f icat ion.  By contrast, participants who seceived in- 
country tratning were less l fke ly  t o  use i t  t o  impact on product divers%fication. 
Forty-four percent indjcated tha t  they did not use t h e i ~  training a t  a l l  for this 
purpose, while only 3L percent indicated that  i t  was used i n  ways whfch had a 
major ampact en divess~fScation. 



Table 33 
Impact on Exports, Productivity and D i  versi  di cation by tocati  on o f  Training 

Locat f on Im~act 
o f  Mafor H i  nor None Total  

Trai  nf ng 
CNHE CNHE CNHE CNHE 

Oamrts -- # % # % -- # % -- # X -- 
Out-Country 3 25 9 75 -- -.. 12 50 

In-Country 1 8  5 42 6 50 12 50 
-- -- -- -- 

Total 4 17 14 58 6 25 24 100 

Producti vi t v  

Out-Country 7 41 9 53 1 6  13 47 

In-Country 6 32 8 42 5 26 19 53 
-- -- -- -- 

Total 13 36 17 47 6 I7 36 I00 

Out-Country 7 47 6 40 2 13 15 48 

In-Country 5 31 4 25 7 44 16 52 
-- -- -- -- 

Total 12 39 10 32 9 29 31 100 

Data suggest that out-of-country trai n i  ng has a conoi stmtl y greater 
post ti rve impact on -1 ayes institutions , par t i  c i  pant careers and project target 
ob.jectives. For both partfcf pants who were sponsored by grfvate and publtc 
sector inst~tuti~ns, out-of-country training was more frequently a p p l t d ,  used 
t o  asake chars- i n  employes fiw, and t o  have favorably tapacted on salaries. 
For p r f ~ a t e  S&DT partictpants, T t  i s  sore likely t o  be used t o  impact on export 
activf ties, f b  w p r d ~ c t i  wd t y  and product d i  versi f %cation. 

PRIVATE SECTOR TRAINIRE (CWE) 

1. Bvervf ew of Training Provided 

As expected, mest o f  the tralning managed by CHHE has been directed ta  
employees o f  private sector f irms.  An estimate o f  the distributfon o f  th is  
tradnlng by subject matter areas i s  found i n  Table 34. With regard t o  graduate 



degree tralnjng the data f ndlcate that general training was favored over 
technical trai njrrg. General trai ni  ng was d I  sari buted over marketing, management, 
re1 ate& international bcsiness issues, and finances. less than 30 percent of- the  
train1 ng was dedicated So technical areas; 22 percent o f  the partic1 pants studied 
information and computes sciences and 6 percent studied industrial production. 

Out-of-country short-term training was slightly more tlechnical in content 
and thirty-four percent of it was in topics related to agriculture. O f  
agricul ture-related training, only 29 percent was general or re1 ated to business 
and management issues. nost was re1 ated to production issues (pest control and 
dairy psoducti on) and to food processing. About two-thi rds of the non-degree 
out-of -count ry training was re1 ated to business matters. W f  neteen percent o f  the 
out-of-country training was dedicated t o  management and adminjstration fssues and 
another 33 percent to international and damesti c marketing i osues. Eighteen 
percen: was provlded to individuals in teres ted  in small busjness development. 
Host of the participants in this training were employed by Won-Governmental 
Organizations. Only 14 percent was dedicated to a specific industry -- textiles -- whS l e another e j  -ht percent was dedicated to food industries. On1 y 5 percent 
o f  the out-of-countr*y short-term t ra in ing  was devoted to informatf on and computer 
sciences, and was dfs tr ibuted  among technical issues related to these systems. 

In-country short-term training had more technical content. However, 
management and marketing were a1 so predominant topics for  this training. 
Participants in managemant type courses represent about a quarter of all 
receiving in-country training. Twenty-one percerrt received training devoted 
sped fdcally t o  managment problems in the s h ~ e  industry. Another 38 percent 
received farm management training , whi l e the remainder recetved executive 
management training. Thus, o f  the total training provided, about 60 percent was 
industry speci f 1 c. H a ~ k e t i  ng short-courses focused on Qomest i c and i ntekaati anal 
marketing strategies and export issues. Sl 1 ghtl y over hat f was devoted 
speci f ica l ly  to export issues. This  is consistent wi th  the intent o f  the program 
to prmote economic growth through increasing the export o f  non-traditional 
products, many sf which are agricut tural . Approximately one fi f t h  o f  the 
traiaing provided was directed to l egal issues having to do with the prodvctf on 
and merketinq o f  products- About one-f i f th was directed to technical Issues o f  
p~oductisn. Dnc-quarter of the partici pants, who received t h i s  training, wepe 
instructed OK 2~shni ques o f  gr~duct packaging . The others received training on 
qua9 i%y control . 

Host of 'the training provided has been short-tera. However, CMHE has 
focused an gettf ng their 1 ang-term participants into training programs in order 
to ensure that  they are able to complete their programs prior to the termination 
of DETW. CWE employees indicated that they will devote consSdesable time 
during the r m a i  nder ~f the progect to structuring and supporting skopt-term 
trad nf ng courses % n the D ~ i n i  ni can Wepubl i c . 

Host o f  the training was on general topics, related t o  business 
adaatndstration and management and marketing. Considerable attention was also 
given to flnaacfal constraints related to producing and marketing, pasticularly 
export marketing. This was true for all three types o f  trafning provided, 
However, jt was mast characteristic o f  long-term training, and least 
ckasaicteri st is  o f  short-tesm training. Several shozt-terra cousses were di~acted 



Table 34 

Qistr ibutfon o f  Training Provided by CNHE by Subject Matter 
TralnSnq Subject Matter % of T v ~ e  % o f  Tetal 

I. Graduate Tradning 
a. Harkating 2 1 
b. Ff nance 16 
c. Management 22 
d. Info/Coaguter Sciences 22 
e. 1 n t e ~ n a t i  onal Business 13 
f . Industsi a1 Production 5 

I I. Non-Degree (Out-of -Country) 
a. hgricul ture 

Business/Hanagement 
Dairy Production 
Food Processing 
General 
Pest Control 

b. Business 
Account i ng 
Banking 
Finance 
Food 
International Marketing 
Hanagement/Administration 
Harketing 
Small Business Devel opment 
S ta t i s t i cs  
Text i 1 ss 

c. I n f  ormat i on/Computer Sci ences 
Data Brscesslng 
Informati on Systems 
Systems Analysis 
Computer Techno1 ogy 

3 I I. Non-Degree ( 1  n-Country) 
a. Nanageraent 22 

Farm Hanaganent 38 
Uecuti ve Management 41 
Industxi a1 (Shoe Endustry) 2 1 

b. Uarketfng 34 
b Strategf es 49 

Export Cost/Brices 24 
Export Promot i on 2 7 

c. Law 22 
ComnercS a1 5 1 
Industrf a1 49 

B d. Product Specf f i c  22 
Backag f ng 25 
Bual i &v Control 75 





were sponsored by f irms that proposed training pl ans consistent with identified 
needs. 

Only 20 percent of the participants were sponsored by firms that both 
adequately fdenti fled trai ning needs and proposed training cons istent with these 
needs in the4r ETBs. On the other hand, 40 percent were sponsored by firms that 
did a bad job o f  identifying training needs and proposing training to address 
them in their ETPs. Thus, it i s  1 i kel y that  training received may have not been 
the wst approprqate t o  address constraints faced by sponsoring firms. In a 
separate analysis o f  nPs, Renforth (1998) estimated that ETP information would 
be useful for candidate placement in only 35 percent of the cases. My estimate 
i s  somewhat higher, but may reflect the additional recent effort on the part o f  
the CNHE management o f f  ice to improve ETPs in their fi 1 es. 

It i s  not possible to measure with precision the degree to which training 
responded t o  ident i f ied  training needs QP the degree to which it was consistent 
with training plans. P I  ans were only required for candidates who received out- 
of-country training, Much of t h i s  training was general in nature, and much was 
for !eng duratqan. Thus, i t  i s  more difficult to identify specific facets of 
training and re1 ate thew to specific constraints. 

However, interviews w i t h  returned participants provide some insight into the 
fit between training needs/expectatdons and training received. Several 
participants who attended short-courses compl ai ned about the cantent o f  the 
materials. Specifically, they indicated that the training may have been taken 
directly c f f  shelves wi th  l i t t l e  attention t o  adapting the content t o  the 
specific circumstances of the Dominican Republ ic. For example, marketing 
constraints and needs, pol icy opti cns , modes of  admi n5 strat ion, etc. vary 
consf derably from the U.S. to the Dominican Republ ic.  S i m i  1 arf y, techniques used 
to prepare case studies in Costa Rica may not be the most appropriate for the 
Dominican Republic. Another indicat ion of lack o f  fit between t ra in1  ng plans and 
traint ng received i s  re1 ated t o  degree t ra in ing . In some cases, partic1 pants 
actual 1 y shanged d i  sci p l  f nary f i el ds; and in other cases they changed 
inst i tut ions and advisors. Whereas changes may have had a salutary effect on the 
quality o f  training received, they suggest that there was no rigorous attempt t o  
link training needs with training programs. 

In a general sense, however, training did respond to needs. Host out-of- 
country participants indicaied that they have been able t o  use their  training t o  
improve the operations of their firms. Perhaps, this i s  the acid test for" 
training. Way f f rms indicated that  they cannot wait for someone to return frm 
I ong-term train% ng in ordek to address specf Pic psessi ng probl as. They 
Tasdicated that they need someone imedjately to address these problems. In some 
cases, they sent thedr employees for  training to resolve the problems, but also 
hired someone from the existing labor pool to address thew while the gartfci pants 
were i n  training. 

Usefulness of training was assessed by reviewing existing docurnentatton in 
the f f  l es o f  the USAID General Development Office and the CFIHE management adfS ce. 
In addition, both returned parti c i  pants and supervi soss i wcl uded i n the survey 



were asked t o  comment on it. R general summary of responses  try returned 
part1 el  p a n t s  and t h e i r  s u p e r v i s o r s  i s  found i n  Tab1 e 35. It indicates that  most 
found the t r a i n i n g  t o  be q u i t e  useful t o  t h e i r  firms. 

Table 35 
Usefulness o f  Tra in ing  t o  f i rw 

P a r t i c i ~ a n t s  - S u ~ e r v i  sars 

Responses .- # - % - # - % 

Very 3 2 5 5 2 5 52 

Somewhat 20 3 5 14 29 

Marginal 6 IQ 8 17 

None - - - - I 2 
- - - - 

Tota l  58 100 48 100 

The degree of congruence in response patterns between p a r t i c i p a n t s  and 
supervisors i s  s i g n i f i c a n t  because i t  suggests  t h a t  the d a t a  a r e  h i g h l y  re1 iable. 
Over ha1 f of t h e  r e t u r n e d  p a r t i  c i  pants  and their supervi says audged the t ta i  ni ng 
t o  be very useful  t o  t h e  firm and the work undertaken by t h e  p a r t i c i p a n t s .  About 
one t h i r d  c l a s s i f i e d  t h e  t r a i n i n g  a s  somewhat useful. O w l  y 10 percen t  o f  the 
p a r t i c i p a n t s  and 17 percent o f  their supervisors classif ied i t  as of margfnal 
u t i l f t y ,  and o n l y  P s u p e r v i s o r  i n d i c a t e d  t h a t  i t  was o f  no use. 

Respondents were asked t o  d i s c u s s  f a c t o r s  which l imi ted  the u s e f u l n e s s  o f  
training for  the fim, Again, t h e  responses  o f  r e t u r n e d  p a r t i c i p a n t s  and 
s u p e r v i s o r s  were simi 1 ar .  A t  the risk of overgenerat i zing their content, they 
are summarized i n  Table 36. 

By far t h e  most prevalent 1 i m i  t i n g  f a c t o r  ci ted by the r e t u r n e d  p s r t i c i  pants 
was the lack o f  congruence between t h e i r  jobs and t h e  t r a i n i n g  which they 
received under the program. Some o f  this was due t o  p a r t i c i p a n t s  having changed 
employment. About one third had a l r e a d y  changed employment by the time ~f the 
i n t e r v l e n .  However, most i n d i c a t e d  t h a t  they opted f o r  o t h e r  jobs  in which 
were able t o  use t h e  t raining which they rece ived,  In fact, many i n d i c a t e d  t h a t  
the t r a i n i n g  was o f  g r e a t  use t o  them i n  imptoving t h e i r  Job s S t u a t l o n s  by 
changing employers. 

A1 1 degree participants i n d i c a t e d  tha t  t r a i n i n g  was appl i c a b l e  t o  their 
jobs.  Partjcipants who f a i l e d  t o  apply  the t r a i n i n g  they r ece ived  were mostly 
shor t - t e rm i n-country par t i  c i  pants. The 1 oss o f  r e t u r n  on investments 3 s 1 ess 
for t h j s  type o f  t r a i n i n g .  

fn part, the 1 ack o f  flt between t ra in ing and Job needs may have r e s u l t e d  
frm inadequate recruitment o f  participants f o r  t h e  courses .  Both supply and 
demand factors may have t a n t r i  buted t o  inadequate  recruitment. On the supply  



side, inadequate attention may have been given to describing the content of 
courses, This Is indicated by the fact that most participants, who found the 
training to be inapplfcakle, attended the same courses. In that no nPs were 
used to screen participants for short courses, firms may have had less 

Table 36 
Factors Which Limit Usefulness o f  Training to Firm 

Factors Freauencv o f  Mention 

Course Content Irrelevant to Gob (In- 
cludes Two Who Changed Jobs) 

I Lack of Resources to Promote Change 5 

Rfgjd Firm BrganizatSon (Inflexibility) 5 

Restrictive National Pol i cies 2 

1 I n f  1 exi bl e Firm Executives 2 

Current1 y Unempl syed 2 

Worl d/Na%i onal Recessi on 2 

I tack o f  Adequate1 y f rained Empl oyees I 

understanding o f  the f i t  between t ra in ing  provided by them and their own training 
needs. 

tack sf  resources was cited by 5 returned part ic ipants .  Several indicated 
that  i t  limited the a b i l i t y  o f  firms to promote organizational changes. However, 
most referred t o  changes in technical procedures, such as introducing the 
purchase o f  equipment for production purposes and computerfzed managerat 
systems. Typical 1 y, these responses were provided by employees o f  smal I er f i rms. 

Resistance to change also figured high among the reasons given for not being 
able to use training. Several participants indicated that f i rms did not make use 
o f  theSr management and administrative skills. In part, this may reflect 
rasl stance to change on the part of executives. Thi s i s  ref1 ected in references 
to lack o f  executive vision for the future. In some cases, it may also reflect 
the jealousy of other employees towards participants because they were not 
offered the same ~ppsrtunities for training. Thfs response was gfven mst 
frequent1 y by parti ci pants in out-of-country programs. 

Rertrietive national legislation and policies were ci ted by two o f  the 
part icf  pants. They were ; n reference to use o f  forestry products and abi I ity to 
export. Several participants from smaller firms also alluded to the need for 
greater access to credit to support their operations. Some indicated that  the 
gavernlm~ent shaul d psavi cfe greater credi t opportuni ti es , garti cul arl y for 
in% t f  at ives designed t o  increase exports, Re1 ated t o  t h i s  was df  scussion by sonre 



sf the world recession and its impact on the Dominican economy. They sugges ted  
that  appl i c a t 1  on of s k i  11 s acquired  t o  increase exports depends on demand 
inckeases  i n  o t h e r  n a t i o n s ,  i n  a d d i t i o n  t o  improved product  qua1 i t y  and 
d i v e r s i t y .  

Finally, two respondents  i n d i c a t e d  t ha t  they were unable t o  use what t h e y  
1 earned because they were cur ren t1  y unempl oyed. In  both cases, the respondents  
were females  and were o r i g i n a l  1 y sponsored by very small firms, including the 
'Banca de Mujeres.' This sugges t s  t h a t  there may be a minimum firm threshold 
level o f  a c t t v i t y  and r e sources  r equ i red  i n  order t o  e n s u r e  eventual  use s f  
t r a j  n i  ng. 

I 4. Changes Hade i n  F I  ress 

T r a i n i n g  impact can occur over  a long p e r i o d  o f  time. Typ ica l ly ,  impact 
r e s u l t s  from changes introduced.  Technical t r a i n i n g  i s  more 1 i k e l y  t o  be s h o r t -  
term, whereas genera l  t r a i n i n g  is more l i k e l y  t o  be long-term. Short-tesm 
t r a i n i n g  is more 1 i k e l y  t o  result i n  iinmedi ate changes o f  lower o v e r a l l  impact, 
wh i l e  long-term t r a i n i n g  may t a k e  longer  t o  result i n  changes, but of  g r e a t e r  
overal J i mpast . . 

As part o f  t h e  survey, returned part ic ipants and t h e i r  supervisors were 
asked t o  f j e n t i f y  changes which were made i n  sponsor ing firms as a consequence 
o f  the t r a i n i n g  programs. Much o f  t h i s  information =s anecdotal  and w a n t  t o  
el a b a r a t e  on responses  t o  c l o s e d  ended ques t1  ons . Nonethe1 ess , it provides  a 
r a t h e r  a c c u r a t e  p i c t u r e  of t h e  magnitude o f  changes as well as  the types  o f  
changes whfch have t r a n s p i r e d  a s  a r e s u l t  o f  the  t~aining. 

Changes d i scussed  by part icipants  who par t ic ipa ted  i n  the survey are found 
i n  Tab1 e 37. They are cl ass1 f i ed accordi ng t o  marketing improvements, management 
improvements, and technical production i rnpsovements . The most comon forms o f  
marketing 4mpravements are re7 ated to marketing strategies, f o i  lowed lay marketing 
opera t ions .  They were taught i n  shor t - courses  i n  the U.S. ar,d i n  the Dominican 
Reparby ic .  More speci f i c marketing i n fo rma t ion  was provided on a g r o f o r e s t r y  
markets, market survey techniques ,  and marke t ing  incentive laws. Some 
particf pants expressed f r u s t r a t i o n  at the i r  inabi  1 i t y  t o  'trans1 ate t h e  knowledge 
they gained i n t o  sdgniddcant  e n o r t  a c t i v i t y .  T h i s  t o p i c  was addressed i n  t h e  
s e c t i o n  on factors which limit the applicat ion of t r a i n i n g .  

Several o f  t h e s e  f a c t o r s  were repor ted  t o  have led t o  impor tant  increases 
i n  marketing a c t i v i t y .  Access t o  a1 t e r n a t i v e  sources  o f  c r e d i t  i d e n t i f i e d  
through t r a i n i n g  enabled severa l  firms t o  increase t h e i r  volume o f  production o f  
export products .  P a r t  f ci pants  who 1 earned market survey techno1 o g l e s  r e p o r t e d  
t h a t  they were able t o  imp1 ement them For t h e i r  firms. These p u t  t h e i r  firms a t  
a comparative advantage, pareiculady i n  domestic markets. Another participant 
r e p a r t e d  that knowledge which ha acquired  about marketing incen tdve  1 aws was used 
to  gat n a c c e s s  t o  subsf df ss for inc reased  expor t s .  As a consequence sf these 
s u b s i d i e s ,  his fim Increased expor t s .  Pol icy c o n s t r a i n t s  1 i d  ted the use of 
a g r s f o r e s t r y  market analysls techniques acquired  by ano the r  p a r t i c i p a n t .  

The most s i g n i f t  cant response  re1 a ted  t o  marketing t r a i n i n g  re1 ates t o  
ff rm activity.  #any of t h e  p a r t i c i p a n t s  i n d i c a t e d  t h a t  t h e i r  firms were not 



involved in market1 ng products overseas. Thus, the training was not relevant  t o  
t h e  objective. Some of them indicated that their firms were thinking of 
initl atlng export actjvi ty. Others, worked fo r  instS tutions t h a t  support export 
a c t i v l t f  es, such as banks and f i nanci a1 intermediaries. Thus, overal I impact of 
tratning on export a c t i v i t i e s  was limited. Changing priorities o f  DETRA suggest 
that future impact w i  11 be even more 1 imi ted. 

Five participants reported that tho training they received had l ed  directly 
t o  increased product diversification by their firms upor: termination of the 
training. S e v e ~ a l  o f  them Indicated that they had made important contacts while 
in t h e  U.S. which permitted them to assess the potential demand for d;fferent 
products. This information was used to promote alternative products upon return. 

Table 37 
Specific Changes Made in Firms as a Consequence of Training Received 

Types s f  Improvements Number Tot a1 

A. Marketing Improvements 17 

Strategy 6 
Operations 5 
Access to A1 ternati ve Financing 2 
Agsoforestry Market Anal ys i s 1 
Market Survey Technology 2 
Harketing Incentive Laws 1 

8. Management 1mprovemeb:ts 

Program Monitoring 
Personnel Sel ecti on/Management 
Accounting Procedures 
Budgeting Procedures 
Operational Control s 
Administrative Control s 
Beci si on-Maki ng Capacity 
C ~ e d i  t Pel icy 
Project Formul at i on 
Personnel Health Programs 

C, Techni cal Producti on 

qua1 i ty Control 6 
Tobacco Product3 on 1 
Pesti cf de Agpl i cat ions 2 
Product Hygiene 1 
Cattle Feed Rations I 
Computer Systems 2 



Hanagement changes refer to program admi ni strati on, personnel , management 
technologies, and pol icy* The most comon types of change introduced were 
management and adrnf nf strative control s. They include accountf ng and budgeting 
procedures and operati on&? control s. In addition, several other parti ci pants 
1 ntraduced changes 1 n program monitcrri techni gvss and in project formu1 at ion. 
These changes resul ted i n i ncreased prodecti on e f f  i ci ency. Several partici pants 
introduced personnel management changes In their firms upon reta~;lnr. They 
indf sated that  these changes 1 ed t o  increase< emgl oyee morale, and corresponding 
Increased employee groductdvi ty. Severa: other gartici pants reported tha t  the 
training led to improved decision-making capacity which had resulted in theik 
ab i l  i ty to make more tiael y and ia~fo~med decisions, Another parti c i  pant 
indicated that he ar~ui red know1 edge about effectiv;? credit pol i cies. This was 
used to revamp credit pal icy for his firm, which also l e d  t o  increased firm 
product i on. 

Management and administrative training resulted in important changer bn 
several partfcipating firms. In %urn, these changes led t o  increases i n  f i r m  
production, and at times to increased firm product1 vi ty. Marky participants 
vented frustration at their inability to effect more change. Typically, t h e  
reason cited was opposition on the part o f  executfve officers in their ffrms. 
They had become accustmed t o  standard patterns o f  administration and praductfon. 

Technical changes were 1 ess frequent1 y introduced. The mast frequent 
changes were re1 ated t o  qua1 i ty control , parti cul arl y for export products. 
Several respondents indicated that these cha~ges waul d probably result in g~aater  
vol mes o f  export. However, one indichted that there is a time lag, and t h a t  the 
change waul d n ~ t  be ref1 ected in increased exports unti 1 greater product qua1 i ty 
leads to increased demand f o r  the products. Two participants indicated that they 
installed computes inf~rmation and control systems. They sesulted in improved 
management, production and marketing eff ic iency.  Several other participants 
introduced ta~hnical changes to the agricultural product:ton process. They were 
related to tobacco and fruit production. These changes reduced costs of 
production and improved product hygiene. 

In su, numerous changes were introduced t o  sponsoring fims as a 
consequence o f  t r a l  ni ng received. Changes i n managent teehai ques wse most 
c m w i .  Chmges kessrl ted i n  same product divers1 fieation, although thOs was 
limited by the ~ d u c e d  number o f  firms that were actually exporting. Changes 
were reported t o  have affected domestic marketing as #ell as expert marketing. 
This was particul as1 y true fo r  changes i n production tech i  qmcs, Wumzrm 
wagerent  improvements were intrduced, which also contributed t a  export 
market3 arg thaeugh prodwtd on and management edf 9 ci enci es . 

I I.  Overview of  Training Pravidd 

As expected, mast o f  the training provided by FUNDAPEC was oriented to  
publlc sector institutions and to Hon-Governmental Orgaaizatlons. The 
approximate distribution ad this training is found in Table 38. FUMAPEC has 





Table 38 
D l  stri butt on o f  Training Provided by FUNDbQEC by Subject Matter 

Trai nS n~ Subject Matter X o f  T v ~ e  % o f  Total 

I .  Graduate Training 

a. Agr i  cul eure 
b. Economy 
c, Health & Population 
d. Education 

I I .  Non-Degree (Out -of -Country) 

a. Demography 
b, Eeonomis Planntng/Poliry 

Administration 
Devel ogment 
Genepal 
Honey and Ban k i  ng 
PI anni ng 
S t a t j s t i c s  

c. Education 
Devel opment 
General 
Observat i onal Tour 
PI anni ng 
University Admi ni strat:' on 
Vocational 

d .  Internat S ~ n a l  Law 

1 I I .  Non-Degree In-Country) 

a,  Administration 
Pub? i c  Administration 
Admir? stration Techniqees 
Project PI anni ng/Breparati on 
Factory bccounti ng 

b . Agr i col %use 
Farm Hartagement 
Cattl e Management 
Pesti c i  de nanagement 
Fares&ry/Soil Conservation 

c, Educat% on 
Teaching Methods 
Regf stsation Methods 
Educat i onal Cs%di t 
Yechni cal Edusati on 
Long Dfstaace Education 

d .  Heal t h  (Sexual 04 seases) 
e. Industrial Law 





Data suggest that these institutional training pf ans are indeed of higher 
qua1 i ty. Forty- four percent were ranked high on the i denti f i cati an o f  training 
needs to address instttutional constraints and on the consistency between these 
needs and proposed training. This i s  over twice the number present for private 
sector papti ci pants. On the ather hand, pub1 i c sector i nsti tuti ons a1 so prepared 
a hjgher percentage sf  traSning p l a n s  that did a poor job of bath identifying 
needs and progosfng training, In other words, public sector training plans w e ~ e  
likely to be ei ther good or bad, while those from the private sector weke moss 
1 f kel y to be average, Pub1 i c sector institutions probably prepaped good p l  ans 
fn response to peguests Brsm other f~nding institutions, and were mearely adapted 
t o  the needs o f  DETM. 

Overall, institutional training pf ans for 3 o f  the 16 participants (56%) 
were rated high on identification of training needs as compared to 52% for firm 
sponsored partfcfpants. Seven (44%) were ranked high on the consistency between 
their proposed training plans and the training needs whf ch they identified. This 
compares to 28% for firm sponsored participants. 

As is true for the private sector, it is impossible to measure with 
precision the degree to which training provided responded to identified training 
needs or the degree to which it was consistent with training plans. However, 
anecdotal i ladormati on from returned participants suggests that the same rationale 
appl ies for this sector. Much o f  the training did not directly address problems 
in the Dominican Republic. Short courses tended t o  be o f f  shelf items, w j t h  
1 1 ttl e content beaki ng d? rectl y on the 3smi ni can Republ i c's c i  rcmstances, or 
those o f  theis employer institutions. Long-term training was too general to 
address directly specific problems identified in the  training glans, Public 
sectar and H60 training plans tended to ident i fy  general problems i n  
admini strat ion and management, as we1 l as i nstpuct i onal needs. This was 1 ess 
true fo r  psivate sector f i r m  pl ans . 

F i  nanci al problems confronting 1 arge pub1 i c sector agencies, such as the 
State Secretariat o f  Agri cul tvre (SEA) and the State Secretariat of Education and 
Fine Arks (SEEBAC) are becoming greater. The ab i l i ty  to apply training upon 
return may depend more on the current financial and morale conditions s f  these 
agencies than the fit between t ra in ing  provided and original trai ning plans, 
Participants, who are sponsored by re1 a t i  vel y small er , more serious pub1 i e  sector 
institutions, such as the Central Bank and CEDQPEX, may have less of a problem. 
The same is true for participants who are sponsored by NGOs such as institutions 
o f  higher education and 1 ocal and reg1 onal dew1 opwent associ at ions. Hush w i  1 1 
depend on the adequacy s f  their funding 1 eve1 s. 

3, Wi 1 f ty  o f  Training t o  Upleyer Instif utions 

Public sector institution and NGQ returned part! cf pants and supervisors were 
also asked to discuss the usefuln i~s  sf the i r  training. W sumary o f  their  
responses i s  presented in Table 39. These data were gathered for only 57 percent 
of the respondents and 64 percent of the supervisors. In part, this I ow response 
rate ref1 ects the d i  f f icrsl t i  es which we encountered i n  I ocating returned 
participants and their  employers, The rate of change f n jobs was greater for 
them than f t was for  participants sponsored by private sectar f nstitutlons. In 
part, t b i  s may suggest tha t  overat 1 use of trai ni ng was 1 ower far these sectors. 



Table 39 
Usefulness o f  Training t o  Employer Institutions 

Part i c i  pants S u ~ e r v i  sors 

Res~onses - # - X # X - - 
Very 8 42 10 48 

Somewhat 9 47 9 43 

Total 19 100 2 1 100 

Data provided by those who responded, however, indicate a leve l  of 
utflization similar t o  that  found i n  the privt,l'ce sector. Thase who returned t o  
their fsbs apparently found their training t o  be just as useful. A greater 
percentage had undertaken out-of-country traitring and many ware associated with 
educational institutions. Sl i ghtly less than one ha1 f of the participants and 
thef r supervisors i ndf cated that t ~ a i  n i  ng recei veQ was very useful t o  the 
employer i nstltutions, and about the same percent indicated tha t  it was somewhat 
useful. Only I1 percent of the participants and 9 percent o f  their supervisors 
indicated t h a t  training was s f  ~ a r g i n a l  use. None o f  them indicated that  it was 
o f  t - i ~  use. 

Factors which 1 imjt the usefulness o f  their training t o  their employer 
i n s t i  tuti bns are sumarf zed i n  Table 40. Unl ike private sector participants, 

Table 40 
Factors which timd t Usefulness of f raining t o  Empl syers 

Factors Freauencv o f  Hentian 

Lack sf  Resources t o  Promote Change 8 

Course Content Irrelevant t o  Job 6 

R t  gid Bureaucratt c Structere 

HI ghl y Centpal f zed Decisi an Haki ng 

D i  scont f nui ty i n  Programs 



the most prevalent reason given for i nabi 1 i t y  t o  use know1 edge acqui red through 
training was lack of resources possessed by employer institutions. This, i n  
part, reflects the decision by the current government to reduce investments I n  
the public secto~. I n  part, I t  also reflects a hesitancy on the part of 
international donors t o  invest in this sector, This explains why several 
respondents cited a lack in continuity of technical assistance programs. In 
part, the programs which they support through their  institutions are dependent 
on outslde funding. 

PLP 
''s~Lu,2-' Not all public sector institutions are bereft  of rescurces. In fact, the 

A Central Bank and other organizations that  promote exports, such as CEDOPEX, have 
"-( resources wBth which to work, Hone of the participants from these institutions 1" cited a lack o f  resources as a 1 imiting factos. In pasticulas, these ! fi partfcipants ware able t o  introduce important a1 ternative management systems and 

uL 
-0 'to put new ways o f  formu1 ating, monitoring and eval uatlng projects into practice. 

/.& 
i' These w i l l  be discussed in a later section of t h i s  report. 

Pub1 i c sector partici pants a1 so frequently referred to a discrepancy between 
the training which they received and the functions which they exercise Sn t h e i r  
jobs. As was true for the private sector, both supply and demand factors 
probably expl af n this response pattern. Bhi s response was more frequently given 
by indivfduals who attended shost-courses i n  the Dominican Regubltc, Courses may 
not have been adequate1 y descri bed t o  potenti all participants from the pub1 i c  
sect~r  and from NGBs, in the same way as for pr ivate  sector partleipants. Hn 
other cases, employers may have perceived these courses as ~ewards to the i r  
employees -- opportunities to do something different and incentives to remain 
i n  their jobs, On the other hand, pub1 i c  sector institutions may have less we1 l 
defined the training needed for their employees. The reduction i n  resources 
available t o  them has been accompanied by a decline f n  programing and 
ident i  f f cation o f  human resource devel opmenf pl anni ng . This i s  p a r t i  trrl arl y true 
for larger agencies, such as the State Secretariat o f  Agriculture ($€A) and the 
Secretari at o f  Educati on (SEEBAC) . 

Several parttci pants a1 so cited the highly bureaueratie structure o f  their 
employer institutions. fhds i s  associated with hig9'iy centralized decision 
making, and the inability to promote change at lower levels in the structure. 
Participants who cited this l imitation had typical ly participated i n  overseas 
training grogsms which focused on alternat ive organizational and management 
models. Typfcally, they occupied positions below the top echelon of the 
authority structure o f  thei r insti tuti ons . 

In sum, the @or factors which 1 imit usefulness o f  training i n  the pub1 i c  
sector and related NGrBs are similar to those 1 isit ing usefulness i n  the private 
sector, Mawever, the degree t o  which they ape emphasitled varies smeuhat. 
Resource constratnts am aore mark& in the public sector. Econamic recession 
and pol icy conatradnts are 04 less concern because these Institutions ate net 
directly involved i n  production acti vi%%cs. 

4, Changes Hade in  Employer Institutions 

Responses given by i ntervf ewees i n the survey whi eh we conducted o f  returned 
particjpants to questions regarding training impact are summarized i n  fable 411. 



As was true for private sector sponsored participants, they are sumari zed from 
anecdotal information provtded by returned participants when they were asked to 
elucidate on impact questions. 

Cons1 stent w I  t h  the character o f  training provided to publ i c  sector and NGQ 
participants, most of the changes which they introduced were related to 
adm.lnistration and management, which was the focus o f  most of the training 
provided to them. Personnel management changes were most frequent1 y cited. 
These participants returned with new ideas about how to involve personnel in 
decision making processes. Several have instituted practices wtlich represent 
decentralized decisfon making and repcutad on the positive impacts which thIs 
model has had on employee productivity. Related to th is ,  others cited theis 
improved ability t o  make decisions, based an factual data about mapket 
characteristics. One parti ci pant indi  caled that he had improved h i s  1 eadershi p 
style by becoming more i nsl usi ve in defining goals and in making decisions. Five 
participants indicated that they had made changes in their own administrative 
styles, most specifying that these changes represented a greater appreciation o f  
contributions by other members o f  the organization. 

Table 41 
Specific Changes Hade in Institutions as a Consequence of Training Received 

T v ~ e s  o f  Ckanaes 

A. Management 

Administrative Capacity 
Personnel Management 
Accounting Ski 1 8 s 
Deci s i  on-Plaki ng Capacity 
Pl annd ng Capaci ty  
Budgeting 
F i  aanci a1 Co~trol s 
Leadershi p 
Braducti on E f f  i eiency 
Project F~smut ation/Eva2 uati on 
Progrm/Project Anal ysi s 

0. Technical 

Pestf c i  dei Agpl Scat i ons 
Fruit Product1 on Techno1 egy 
An i ma1 Rae i ~n Fermul as 
Hew Teaching Methods 

C. Policy 

'Canasta Familfar* Analysis 
Responsl veness to Private Sector 
Heeds in Higher Education 

Number Total 

34 

5 
6 
2 
3 
3 
2 
5 
1 
1 
5 
f 



These changes have resulted i n  more ef f i c i  ent and e f fec t i ve  management. 
Although some registered frustration with the slowness wi th  which they were able 

i i  ) t o  institute changes, it may be concluded that the barriers t o  change are more 
i.t.- bureaucratic than personal, as was not the case with private sector firms. That 
L i i s ,  changes were I ess often resf sted by persons who felt  t h a t  they had direct 

L 3 fnterests in maintatning the status quo, and the authority dnd economic base t o  '--&:; directly oppose them. 
\ C 
i, 9 ,,+.. Changes i n  organizational procedures were also introduced, They have 

di rec t ly  impacted an srganfzational effjciency. h a n g  the most frequently cited ' ~'6' '?are Pinanci a1 control s and project formu1 ati on and eval uati  on techniques. 
, .'> y e r a l  Central Bank sponsored participants i n d i c a t e d  t h a t  they learned 

,G> i-6 chniquer which made i t  possible for them t o  recornend more effect ive controls 
L' r ' 7  L aver and to  assess more effectively the f i nanci al canditf ons o f  banks ir! the 

bJ'J Dominican Repub7 i c ,  Another indicated t h a t  he 1 earned models which he was using 
r A, t o  he1 p restructure the financial system of  the Dominican Republic. Several 
5 \a indicated that  they had improved techniques o f  project farmulatian and 
^" 

k Y 

'T: evaluation. They considered these to be essenti a1 tool  s for their  arganisatians. 
,P Wowever the impact o f  these changes i n  terms o f  organizational output ape 

debatable because o f  the reduced funding avai 1 able t o  most pub1 i c  sect~r 
instittatloris. Yet others indicated t h a t  they had improved aecountlng and 
Budgeting procedures. 

Technical changes, which are more directly re1 ated t o  production, were a1 so 
cited. They were all related to the agriculture sector and p a r d  lel ed those 
c i ted  by pr jvate  sector participants, A uaiversi t y  professor indicated that  h is  
graduate training had enabled him t o  apply new f r u i t  production technologies i n  
h i s  research and in his interaction w i t h  clientele. He also ir4;cateb t h a t  t h i s  
know1 edge was incorporated in to  his cl asses. Several higher education professors 
indicated that they had learned new teaching methods w h f c h  they were applying a t  
their institutions. In addition, several employees o f  non-governmental 
organi z a t i  ons i ndi cated that  they were exper i menti ng with new modes of pest ic5 de 
appl icat ian and animal r a t i o n  formulas, which have led to impsaved product 
qua1 i ty  and safety. Invari ably, these respondenats indicated that the changes 
which they introduced t o  their organizations and programs o f  work have led t o  
more effect ive  performance of their tasks and higher quality outputs from their 
mpl eye? organi zaf 1 onis. 

Two respondents discussed outccmes o f  their training which have a broader 
impact on the general pub1 i c  and on p r i v a t e  sector firms. An employee of the 
Central Bank indicated that be had used knowledge gained t o  help redefine the 
'Canasta Famil farm f o r  the Dominican Republ i c .  These inputs were direct1 y 
related to government policy related t o  urban and rural poverty and program 
which address poverty groups. Another part i c i  pant indicated that  he used 
teaching and research methodot ogies obtained through his training t o  Better 
relate these act fv f t fes  and the programs at  h i s  inst i tut ion t o  the needs o f  the 
Dominican private sector. 

To stmmrfze, important changes have been tntroduced i n  public sector and 
Hm-gevesmntal Organizatjms as a result o f  training provided through D m .  
The greatest fmpa;c$ has been an mnagent  and acMnistrative pruedsrrres in  these 
orgm~rations. Rave decentralized decision-aakfag procedures and imprsv@d 



persmnal sclatf ons. Others Rave experienced change i n  operational modes o f  
I accmmtf ng, project f o m l  at  ion, project mni tori rag and eval uati on, etc. These, 

d~mges Rave been most marked i rr small er institutions, wf  t h  budgets which pmi t 
them %Q carry out project a c t i v i t i e s  and w i  %h ~rgan iza t i ena l  structures that are 
s t i  1 I sufffciently fl eti bl  e t o  pemi t change t o  occur. Technical changes have 
led to increased orgmiirational output. However, these were also =re true o f  
kn-Gtovermtal Orgarti zatians than  o f  1  arger state bureaucracies. Returns OR 

I investments have k w  greater for smaller institutions that  depend, at Isat i n  
part, oou~ces other than the government fo r  support. 

I W O W  ltECM4E?@RTIQHS FOR W R E  PROJECT BESIM 

I Several maf or imp1 i c a t l  ons emerge from t h e  analyses conducted in th is  study. 
They are relevant t o  the design of  future t r a i n i n g  programs, especially those 
which may be patterned af ter  DnM. 

I (I) Focus and Concentpate i 
V 

I Future training programs should implement the focus and concentrate. strategy . Q4 w- J .. 
evident In daflning ~ I s r i o n  priorities. Focus refers t o  the need t o  ident i fy  a 7 , y- 
l imited number o f  sectors i n  which t o  invest resources .  Concentra te  refers to&& 
the need t o  limit the number o f  i n s t i t u t i o n s  i n  which t h e  investments a r e  made' 
w i t h t n  these sectors. DETU Focused on ind iv idua l  f i r m s  and i n s t i t u t i o n s ,  and 
used t r a i n i n g  plans as the fundamental des ign mechanism t a  determine the types 

I o f  long-term training that were t o  be provided under the program. 

Detailed analyses of the use o f  ETPs indicated t h a t  they made l i t t l e  
d i f f e r e n c e  i n  program impact. The quality o f  ETPs and the design o f  t raining 
consfstent with problems i d e n t i f i e d  i n  €TBs had little or no bearing on impact 
resulting from the traf ning. Discussion revolved about the positive and negative 

b features o f  ETBs. Factors which are not i nhe ren t  t o  ETBs themselves l i m i t  thelr 
usefulness. The tendency far one q u a r t e r  or more o f  the participants t o  change 
jobs shortly after r e t u r n i n g  Prom t h e  t r a i n i n g  i s  one such factor. Another i s  
the fact that  some sponsoring firms went out o f  existence while ssne were i n  
t ~ a i n i n g ,  

b S t i  11 other factors re1 ated t o  the at t i tude o f  sponsoring insti t u t l  ~ n s  about 
the program are important. Hany firms tended t o  view the t r a i n i n g  as an expense 
rather than an investment i n  the f u t u r e  through human resource development. 
Othess were dlsinel ined  t o  sponsor partisi pants, other than fmil y members, for  
long-term trafning. In sow cases, firms recommended i n d i v i d u a l s  who were not 
agp~opri ate for 1 ong-term tsai  ni ng , e i  thes because o f  academi c a b i  l  i ty  or because 

b thefr jobs did not f i t  needs i d e n t i f i e d  i n  t h e  t ra i in ing plans. A more detafled 
disturs%on i s  found i n  the text. 

In fmpleiimtfng the f m s  and c~ncentsate strategy, case should be t h  t o  
spread sass B B ~ S W ~ C B S  kyond identified sectors or subseetors. The strategy 
shsul d 9 ncl ude 1 nvestwnts ~f major port i ons o f  avai 1 abl e r e sources  i n speci f i c 

c rectors or industries, but a l s o  o f f e r  resources t o  inst i tut iens and firms 5n 
other sectors. The prog~m will be more accep tab le  i f  i t  i s  not judged t o  be 
exclusive by Dminfcari society. 



(a) mee Training 

Based on foregoing a n a l y s e s  i t  i s  recaranended t ha t  future graduate degree 
training programs Pcears an industries or seetors sather than i n s t i  tutims, This 
will r e q u i r e  t h a t  p r i a r i  t y  t r a i n i n g  needs f a r  the s e l e c t e d  i n d u s t r i e s  or s e c t o r s  
be identq fied a griorf . However, i t  has several advantages over  the firm l e v e l  
approach. F i r s t ,  i t  a l lows f o r  m o b i l i t y  among firms or I n s t i t u t i o n s  i n  t h e  
s e c t o r ,  i n c l u d i n g  m o b i l i t y  from t h e  pub l i c  sector and NGBs t o  pr ivate  firms and 
vice versa .  As r evea led  by our survey o f  r e tu rned  p a r t i c i p a n t s  and o t h e r  data 
sources ,  t h i s  i s  occur r ing  wi th  some frequency. Second, i t  r e1  i e v e s  firms f ~ m  
having t o  pay s a l a r j e s  and other t r a i n i n g  r e l a t e d  expenses which l e a d  them t o  
v i e w t r a j n i n g  programs as c o s t s ,  rather t han  investments i n  t h e  futuse, Th%rd, 
i t  wow1 d a1 I ow the program to i denti f y  and i n v e s t  i n  the best and the bsi ghtest , 
r e g a r d l e s s  of who might be sponsor ing them. Fourth. i t  would a l low P i m s  %Q keep 
t h e i r  v i t a l  p e ~ s o n n e ?  i n  p lace  t o  address i s s u e s ,  r a t h e r  than l o s i n g  them f o r  
long per iods  o f  tjme. Fi f th ,  greater control  could  be e x e r c i s e d  over s e l e c t i o n  
o f  c a n d i d a t e s  on t h e  basfs o f  a b i l i t y  tn fizznee the i r  o m  educat ion .  Ffnally, 
?t would re1 !eve the Pdrms and publ i c  sector i n s t i t u t i o n s  from t h e  onus o f  having 
t o  prepare t r a f  aing plans which many view as  a program requi  r m e n t ,  r a t h e r  than  
an important pl anni  ng t o o l  . 

Indications are that  f u t u r e  t r a i n i n g  may be more oriented t o  publ i c  sector 
and N60 i n s t i t u t i o n s  -- p a r t i c u l a r l y  t h a t  re1 ated t o  democratic i n i t i a t i v e s  and 
h e a l t h  and popul a t i  on. Pub1 i c s e c t o r  i n s t i t u t i o n s  may a1 ready have training 
p l a n s  I n  p lace ,  whereas small MGOs may no t  pe rce ive  a need f o r  long-term 
t r a i n i n g ,  

(b) hn-degree training 

Based on the foregoing analyses, It i s  rammended that a firm or 
institut-ion fmus be maintained for shor t - te rm,  non-degrw t ~ a i n f n g .  Much ~f the 
s h o r t - t e ~ m  training provided,  particul a r l y  technical t r a i n i n g ,  was not  perceived 
by p a r t i c i p a n t s  t o  be relevant t o  t h e i r  jobs. In par t ,  t h i s  may have been the 
r e s u l t  o f  p resen t ing  o f f  t h e  shel f  r e p e t i t i o n s ,  rather t han  customized con ten t ,  
p a r t i c u l a r l y  for  overseas courses. 

Implementation of t h i s  focus  will r e q u i r e  that  a t t e n t i o n  be gfven t o  the 
fo l lowing  activities: (1) t r a i n i n g  needs assessments;  (2) i d e n t i f i c a t i o n  s f  
partd cf pants; (3) s e l e c t i o n  o f  p a r t i c i p a n t s ;  (4) t r a i n i n g  program design and 
d e l i  very;  and (5) grogran evat u a t i  on, 

Training needs a s s e s s m n t s  - Weeds studies by sectors ate of great use i n  
d e f i n i n g  p r i o r i t y  t r a i n i n g  needs. However, they do n o t  n e c e s s a r i l y  lead t o  
program which impact back an firms or i n s t i t u t i o n s  i n  the s e c t o r .  In o r d e r  for  
th is  t o  happen, t h e  i n s t f t u t i o n s  must be engaged in the process s f  need 
identiff  cation. To date, many o f  t h e  courses have been designed to  address  
sector needs, bu t  content has been general  r a t h e r  than specific. This has given 
Il eeway f ~ r  mre pasti ci pan t s  w i  t A  d i v e r s e  needs t o  payt i  ci pate. However, sewelrat 
o f  the csurses have n o t  p r ~ v I Q e d  them w i t h  t r a i n i n g  specif ical ly  applqcable t o  
thefr  jobs. More a t t e n t i o n  should be given t o  identifying specific i n d u s t r y  o r  
f a r m  needs, par:icrrtar'ly when addressing technical shortfalls i n  them. This  may 
r e s u l t  In small el asses, bu t  g rea tey  re1 evancy, and appl ication t o  the job, 



Identi dlcation o f  gartic1 pants - Most short-course parti ci pants l earned 
about them through mass media, Adverti sements are directed at individuals rather 
than employers. It is suggested t h a t  greater attention be given t o  firms and 
~ t h @ ~  employers i n  the future. That i s ,  once courses have been defined, the 
nmtnatioa process should begin by sol ici ting emp?oye~ institutions to nominate 
individuals for short-courses . Nomi nations should be tied t o  speci f i c techai cal , 
management, ss aoministrctive constraints identified by the nominating 
institutfons. 

Selection o f  participants - Procedures currently in place appear to be 
adequate. Sel ect 1 on cri terl a shoul d i ncl ude (a) appl i ca b i  1 i ty o f  course content 
to employer institution activities; (b) likelihood t h a t  institutions will improve 
proderctivi t y  and/or efficiency through training; (c) f i t  between candidates j ~ b  
responsl bi 1 i ti es and course content; and (Q) time of  candidate a f  f i 1 i ati on w j  t h  
bi rm. 

Training pragraa design and delivery - Short courses should be desi qned to 
address speci fit c~nstrai nts encountered by industries or subsectors, as 
articul ated by speci f i c fi rms, ffGQs or subunits within government agencies. 
Renforth reported that several factors can contri bute to th is  process, including 
identificatCon of a wider range of training providers, greater emphasis on 
production topics, industry focus and customized programs that  r @ s p ~ n d  to 
specd f i c industry needs. 

Program evaluation - A feedback loop should be maintained on short courses 
offered. Ideal ly, employer institutions and participants wsul d be contacted 
shortly af te r  terminating training programs to assess thei r  impressions regarding 
course relevance. This follow up should not be conducted by the organizations 
who presented the courses. Rather, the implementing entity or a contract f i ~ m  
should conduct the course evaluations. Information should be fed back in to  
programing o f  future short courses. 

(2) Definl'tim of Training Priorities 

Several sources o f  informati on are avai 1 abl e to he1 p identi fy training 
priorities. DITM was designed t o  support the overall USAIO Miss4 Jn project 
gortfol io, A t  t h i s  has changed over time, D n R A  has also changed to ,ddress new 
priorities and needs. Gt ven that this w i  1 1  contirrue to occur, the I 1st obvious 
point sf departure should be HTssion strategy statements and action ians. These 
define the key sectors i n  which the mission intends to be involved, and i n  some 
cases, the fnstitutions with which it intends to work. Assuming continuity in 
Hi ssi on priorities, f debti f i ed sectors wf  l 1 i ncl ude those which have been given 
attention by PZ3XA. Thf s will maximize the impact of training already prsvSded. 

Once sectors have been defined, inputs should be sought from participants 
f n these sectors regarding key inoti tutions and training priorities within them. 
Eventual t y, they S ~ I Q U ~  d be osgarri red into industry or subsector tralni ng pl ans. 
Several sources of information can be used to identify the training needs. 
First ,  a panel o f  experts from each industry or subsector could provide their 
f nterpretatl on of ma jes manpower constrai nts to t ncreased p~oducti an ef f f cf ency, 
market responsiveness, and overall productivity. The panel members should be 
selected jointly by USAID personnel and key Dominican leaders, such as the 



president o f  the Nati onal Caunci 1 o f  Busi nessmen . Second, exi s ti ng sector 
assessments and other sjmi 1 ar documentation should be rev1 ewed. Thf rd, a survey 
of needs should be conducted. Ideally, t h i s  would focus on institutions (firms, 
HGOs, government agencies) that  are likely to participate i n  the trainfng 
program. Leaders o f  these i nstf tuttons should be asked to identi f y  what they 
csnsi der t o  be thei as maJor manpower const~ai  nts. Fourth, training being provided 
by other donor and by national institutions shoul d Be reviewed, and appropriate 
trai nl  ng ni  shes for OETM i dent i f i ed. 

In effect, these sets of information can be compared with one another to 
identify manpower constraints and re1 ated training needs , Key const~af nts  shou'l d 
be Identd Pf ed by a1 1 three sources o f  information. 

(3) Types of Training 

I t  i s  recommended that  an appropriate mix of long-tea and short-term 
training, mageaent and a h i  nistrative and technical training, and in-country 
and out-of-country training Be identi fie$, Thi s anal ys i  r and decision making 
process should take into account past returns to training, training being 
provided by other institutions, and effective employer and individual demand, 
The survey, which formed a background for this report, indicated that out-of- 
country, 1 ong-term, general trai ni ng was in greatest demand by individual s, and 
that f t yfelded the greatest returns to individuals and to their enploye~ 
i nst i  tutlons. However, numerous factors dictate that greater attentf on be given 
to short-term, technical, in-country training. 

(4) Project Imp1 m n t a t i  on 

It i s  recamended that only one organization be contracted t o  i m p l m n t  
Ptur~r training programs. f nvol vement o f  two organizations is excessive1 y 
cast1 y ,  hampers cookdination o f  a c t i v i t i e s ,  dupl icates key functf ons , and 
increases management inputs. Deciding which organi zation t o  sel ect  wi I I depend 
on several factors, including re1 ative emphasis of  the training program, past 
experience, ability o f  organfrations to handle diverse types of training, and 
a b i l i t y  to meet reporting requirements. 

Relative emphasis of training program refers to sectors which will be 
involved and emphasis to be given to pub1 i c  sector versus private sectos and 
other non-governmental organizations. If  most training i s  t o  be provided for 
private sector dnsti tutions, a private sector imp1 ementor should probabl y be 
identified. If mst training is to be provided for publ ic sectos institutions, 
a publlc implentor shotlld probably de identified. In either case, it 3s 
rec-nded that the implementing agency be structured to include individuals, 
and perhaps subdivisions, uhich can give particular attention to sectors which 
they are less able t o  kmdle, For exmpl e, a private sector 4mpl ementor should 
eoasBder structuring a separate Qdvis i  on to coordinate publ Sc sector training, 
and htre individuals with experience in that sector to do so, or vice versa. 
ThBs structure w i  1 l f a d l  f t a t e  coordination of p~ivate sector and pub1 f c seetor 
investments, thereby maximizing training impact. 

Several organizations have cons1 derabl e experience in managing USAID 
training programs. They required investments of time and resources. I t  I s  



recommended that one of these experi e n c d  organf t a t %  ons be selected t o  manage 
future programs n order t o  cap1 ta l  i ne on earl i er i nves*tments and a~cuglel ated 
experience and networking. At the top of the list should be offices within CWHE 
and FUNDAPEC that  imp1 ernent BETRW. 

Ability to handle diverse types o f  training refers to the experience which 
organ3 z a t i  ons may have in deal i ng with 1 ong- and short-term training , i n-country 
and international tsai ning , general and technical trai n l  ng , and diverse 
sponsoring Inst i tut ions,  #any institutions may qualify based on past exgeriencc. 
Perhaps the ksy cri tarion should be the abil ity o f  the institutions to work 
equal l y we1 1 with private sectrrr P i  ras, non-governmental organizations and pub1 i c 
sector institutions. 

Ability to meet USAfD reporting requirements is becoming increasingly 
important, Identification by the Agency o f  management as a key initiative 
underscores the importance which is being 5ven to a1 1 facets o f  accountabi 1 i ty .  
It i s  recommended tihat the selected or gar^ s z i t i  on have a track record o f  adequate 
reporting and record keeping. f deal 1 y, this wolrl d be buttressed by understanding 
o f  the use to which reports and records are put By the Mission. 

(5) Follow On Activit ies ./ 

Greater attention should be given t o  project act iv i t ies  which imply fallers 
up on previous training. First, future training might consider additional 
training for i wdividual s who were involved i n  previous training activj  t ies .  For 
example, parti c i  pants in previous short-courses might be sonsi dered for eventual 
long-term training; and recipients o f  long-term training might be considered for 
fol lew up short-term training. The underlying princi p l  e would be to maximize 
impact by bui ld ing on previous investments. Less specif ic follow on activities 
m i  ght a1 so be cons! dered, i ncl  udi ng news1 etters and reunions o f  former 
part icipants.  Attention might be given to follow on a c t i v i t i e s  being provided 
by USAID Missions through CLASPS. 
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ATTACHMENT _ , I 

SCOPE OF WORg 1 I * 
, Q 

Strategic Inpact Evaluation of the Development  raining Project 

Backaround: The Development Training project (517-0216) was authorized 
gy USAID/Dominican ~ e p u b l i c  in I986 at a fm&ing level of $7 million. 
The pro3 ect goal was to 7,2nsprox:e. me, htmman,:iresource base :r@quired f o r  
private sector growth and ->evelopment The project .purpose was to 
"increase .the number .of 7xaine.G professional ;tech-, and managerial - --s- persome1 3eed.J t. B m e e t  the- 'rnanp~wii~~deman~s~~f ---an export-or iant ed 
economy, Tna planned -outputs were 8 Ph.D. level programs for 
university Paculzy members, 55 Masters level academic programs, and 250 
persons attending short-term technical  programs. r All training was to 
take place in the U. 5 .  or third countries and, w z t h  the excaptipn . . -. of the - 
university professors, --.- *all participapsq-*ere to be fzrom p r e t e  -sector, - - -  . - -- .* 
-export-oriented compdnies. : - --_ 
.- 

C, -*- 

The project  was -amghde64n'.'1988 to add an additional $8 mil l ion  wo?%?. of 
funding, for a total -bf $I?. q~ill 

- --..--Y-- all& -s-raifiin@ - -,$Papleyees 
organl;lati'a"~s'-%nd to include oppo 
estimated total -- --.,- number of :J%-iist~zS 
oir&91;%ZGZ-7Shm~tem ---. -.- .( - -  %ra,.~q~s q s z a  
count* --worksh-Cfls were envisioned, with an average attendance of 3 0 
persons. 

The proj ect design specifies that all'zra-fi-Eng wizst_nat only be fn 
" p r i o r i t y ~ ~ s s  fields, but also that it be ' p ~ p " & &  intthscontext of 
organizational training.-nee&;- Each participating firm or institution 
was expected to complete an Enterprise Training Plan :,(ETP), an 
analytical review of training needs upon which to bqse a training pIan. 
A mid-term evaluation b!Lh1990 concluded that t h e - ~ % h  were difficult f o r  
m o s t  firms tG.'*-kdmplata . d --, adequately and that far _...- the .- majority of 
participants they we?e considered to be an iap@lfcat i ?<'.requirement ; 

rather than a planning tool. Some changes were made in the ETP process 
after this evaluation. 

C 

O b 4 e c t i v e  of t h e  Studv: The study is a ' i i t e g i c y h p a c t  .evaluation, the 
objective of which is to provide useful bs ights  .- about project strat- 
-and designmid the canturf cii-proj.ect ebjectiye2; -- Therefore. . the purpose 
of the study is not simply to measukd 'imp+& 3 as an axenise in 
accountability, but rather to identify factors which a h  nore likely 4% 
result -in discemable impact. The results of the study will be used to 
develop future training strategy and project design. 
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The evaluation is to assess the e$fectiG@ness of the project strategy, 
design, and implementation in achieving project objectives of increissing 
private se6tor-2ed &xport growth, fmpr;dving ffm productivity, and 
increasing agricultural diversific6tion. Project m a d t  w i l l  be 
assessed on two levels--{%) " trainees * achievement of their specific 
objectives for using the training in t h e i r  emplbyer organization and ( 2 )  
resulting changes in the organization that contribute to the project 
goals. 
S c o p e  of Work: The evaluator will draw upon primary and secondary data 
f r a m  this pro j ect and his/her professional judgement based on experience 
to answer the following,questions. 

A. Pro jec t  Strate-. 
..,. . -- . - 

1. The pro j ect design -=pecif i c a ~ l ~ f a ~ t f ' ~ e ~ ' : ~ - i n i n ~  'iii the context 
of organization or cir% level-'sanning. i what has bee.z,,..pq project a 
exparierics wi- this approach in terms of -. :born iii$lementatidii"-and 
impazt? m'g.E*' ~~e-~~%2iee'e'~dv&~-&aCBes df $aa$a.E&ges, an& tradeof f s of this 
approach compareda with -. a -. pro j ect . focus on ..-, aib4er individuals *. . or 
in&stries? 

2. Although not specif ied in the purpose statement, the project . 
paper states that the project-.pas intended f a  train a d~x%kI.cal ~ & ~ s s l  of 
individuals = &..J .. . L, . thereby t&f2actim$ -6rt ', xeyS3is? ag?$@kukal! 
diversf f icatron. Although not feasjbleT-gp $-b_naf f anal level, some 
potonkial ray exist for doing so on a -&try' &S:Fim level.  Is there 
any evidence that this was attempted for any particular iiws or: 
industr ies  or t ha t  it would bs a significant Factor in project success. ' * 

B. Desfun and Innalementation Do any of the fcrllowing factors 
substantis~c1,v improvq the >ate_o&utilizatf on, :.impact .of, -a:..- :. training, or 
contr ibut ion .to proj @ct.- ubj ectitrks . . : 0 

-sicitor A <* A.C iS%pl; "I oyment ( p r i v a t e ,  p u b l i c ,  NGO) 
-cle-arly def bed-enterprJsa plan developed w i t h  ma~agement support 
- t + i n i s  prmgrbn_$2hat cl'egrly. respufii .; to trdnzng. needs 
-high hvol of satisfactian'with the training provided 
-speciffcity &f ' training program (general s w e y  vs pmduct or a 
industry s~.eci£ic technical training) 
-xaatxre o~.T+*a.ining provided (management-abhistrative, technical 
gr~satackion) Y 

-Imgkh and m e  of training (academic--long-term, technical-- 
short-tm,  seminars) 
-organizational eharacterfstics' of firns:pr krstitutions likely to 
use training. 
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11. S~ec i f i c  ouestions 

A. 'Private Seetar Traf nina (CNHEL 

1. Analyze the training provided by industry, technical area, type 
of training (academic, short-t~rm technical, i n - c o m ' i  seminar) and 
nature of programs (general survey vs specific technology) . Discuss the 
t ra in ing  provided to specific industries in .the perspective of tke 
overall indvstry s i z e  (nunber of firms, etc) . 

. a  

2- D i d  the enterprise training plans identify specific problems to 
be resolved or. specific appl icat ions  f o r  the training? Did the training - -. programs respond to t h i s  expressed need? 

3 .  Do the trainee, his/her supervisor, and the employer believe 
that the tzaining has been useful f o r  the firm? What factors  have 
supported or inhibited the application of the training? 

4 What specific changes have firms made in management, marketingi 
technical production, or other areas that can be attributed to some 
degree to the trainfng? Have these changes had any direct impact on the 
firm's existing or potential export business,  pr~ductivity, employz~ent, 
diversification, ar profitability? 

5 .  How do the current export and production levels of 
participating firms compare to the baseline informaticn collected in the 
application form? Review these changes i n  the context sf overall 
national economic and export indicators far the period of time. 

6 .  Compare the relative applicability and utilization of general 
training, industry specific training, management training, and technical 
training,  

1. Analyze the nature of training provided by sector, 
organization, type of training (academic, short-term, in-country), and 
nature of programs (general vs specific technical), 

2 .  Did the institutional training plans identify specific prqblems 
ways to use the training? To what degree was the training received 

related to the training plan? i' 

3.  Do M e  trainee, his/her supervisor, and the employer believe 
that the training has been useful for the firm? mat factors have 
supported or inhibited the application of the training? 
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4 .  What specific changes have the institutions made in management, 
efficiency, policy,  or other areas tha t  can be attributed to somefidegrea 
to the training? What impact can be attributed to W s a  hanges that 
would support national export or production? 

5 .  Compare the relative applicability and utilfzation o f  general 
training, industry specific training, management training, and technical 
training.  

. 
Methcdo152gy - .  

A.J~r0ach. The analysis is expected to follow the following . - logic to 
interpret results .  

Assumption - An effective training program consists  of: 

-Organizational training needs clearly analyzed and identified by 
company management, and 

-Identified training needs effectively incorporated into the 
individual training plan, and 

-A qualif iedStraining institution provides a high quality training 
program the m e e t s  the specific needs of the group, and 
- 

-The trainee and his/her employer agree that the training was 
generally beneficial and can identify specific changes in company 
ooeration, management, or strategy introduced as a result of the 
t;aining, and 

-The -changes contribute to either current or- potential future 
increases in productivity cr export sales. 

Expected Procedures 

The contractor w i l l :  

a. Review project documentation and f ilss and interview the responsible 
personnel at A. I. D. , CNHE, and NNDAPEC. 

b. Identify representative samples of trainges consistent w i t h  the 
following categories : 

Sector of employment (public, private, NGO) 
Type of training (academic, technical, in-country) 
Nature of t echnica l  training (general survey, product or industry 
specific) 
Gender of trainee 
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W ~ i l e  the sample should in general be a random stratif ied svple, it 
should include some examples of what the mission and local contractors 
believe t o  be exeeptionaily well planned ETPs. 

c. For sach sf the selected trainees, .the evaluator w i l l  r e v i e w  all 
fi le documentation and make a judgement about the q a l i t y  of the needs 
analysis. relationship of training actually provided to the needs 
analysis, quality and appropriateness of the training (based on 
participant satisfaction measures), and qualifications of  tke trainee. 
A 1 1  of this data will be incorporated into the analytical framework. 

. . I  

d .  Develop apprcpriz te' interview instruments and evaluation formats for 
review by AID,  CNHE, and FUNDAPEC* The survey should be a-mixture of 
direct questions ( fact) ,  scaled responses, and open-ended questions. 

e.  Conduct personal interviews with returned participants, their 
supervisors and or employers, and any other individuals who developed 
the original training plan, The evaluator will hire local inter-viewers 
as needed to complete the interviews on schedule, 

f. Tabulate and analyze the data gathered and present a draft report to 
the USAID, CNHE, and FONDAFEC- 

g. Upon receipt of review comments, revise the draft and .present a 
f ina l  draft to the mission. 
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~atroducc ion 

El LnSC3CuCo Superior ds Agrieulrura ( I S A j  f u e  subcontratado 

para trabajar en el estudio sobre la ~ v a l u a c i o n  del Impacto 

estra~gico del Proyecto de Entreaamieato para el ~esarrollo 

financiado por la Agencia International para ef ~esarr0110 y 

ejecutado por El consejo Nacional de Hombres de Empresas (CNHE) . 

y la Funaaclon APEC (FUNDAPFCj. El objetivo Oe este  estudio es 

el de suminis~ra~- inforrnaciones que permitan identificar aquelfos 

fsctores que puedan resultar en un mayor lmpacto deL proyecto.  

L a s  reponsabilidades del I S A  dent ro  del escudio i n c i u i a n  

aj Preparar y reproducir 10s borradores f i n a l e s  de 10s 

cuestionarios a ser aplicados a los p a r t i c i p a n t e s  de 

l o s  programas de entrenamiento y a su supervisores. 

b! A & n i : l i s t r a r  el cuestionaria a una muestra 

predetermknada y que f u e  seleccionada de los  

p a r t i c i p a n t e s  en 10s entrenamientos de l a r g o  plazo, 

corto plaza en el extranjero y cor to  plazo ec l a  

Repibl ica  ~ominlcana. 

C )  codificzr 10s datos y arcnivarlos en computadora 

2ersonai. 

d) Provser a n s l i s i s  estadistic~s de 10s datos que 

consisren en: frecuencias y percentages, a s i  como 

c a b u l a c i h  cruzada y, 

P) Proveer ill1 a n a l i s i s  p r e i i m i ~ l a r  de 10s resultadcs . 



E n  zs-2 p r n e r  i n f o r m s  s e  r e p o r  - a  el praceso de r sc~ l scc id rL  

6s l a s  iafosmaciones,  a s i  carno un a n i l ~ s i s  p r e i iminz r  de 10s 

res7- l i tauos de las 2ncuestas a p l ~ c a d a s  a los g a r r i z ~ p a n t z s  Y 

z u ~ ~ r v i s o r e s .  

La rnetodologiz que se emplej para seleccionar a 10s 

parEicipantes d e l  Programa de Enzrenamienro D E T ~  a Ser 

entrevistados fue l a  de Muestra a 1  Azar. 5e seleccicnaron a l  

aza r  En numero de p a r t i z i p a n t e s  2tendiecro a l  secter a que 

pertenece la empresa/instltucion que lo present6 al DETFA 

(agriculrura, economia, s a l u d ,  eciucaciofi~; el tipo de empleador 

(empresa pr ivada ,  gubernamental, ONGJ; y sex0 d e l  p a r t i c i ~ a n t e  

(hosbre , mu j erj . 

La muestra tarnbign se selecciona cons~de rando  91 tipo Ge 

entrenamiento recibido fcorto plazo en Xep. D m . ,  Cor to  plazo En 

E . E . U . U .  o centro Amkrica, largo plazo en E.E.U.U); y l a  

instktocion que ejecut6 el prograna de enrrenamiento IcNHE y 

FUNDA'EC). 21 niirnero de partrcipantes se selecciond en 

grcpor=i.5n a la distribuci6n d ~ l  total de par t ic ipantes  en e1 

programa DETRA, Para cada uno de 105 participances se elaboru un 

cuestionario para ser contestado gor su supervisor inaediatc. La 

selecrion de la muestra se h i z o  basado 21: el listado de sursos g 

garticipant2s suniniserado ?or el c m s e j o  Macional de Hcrnbres de 

Smprssas (CNEE ! y l a  ~undacicn .V5c ( F Y N a x ? Z c  j . 



se ela3os5 un3 i i s c a  de sustituci6n que se utilizzria en 

casos an que el parricipante seleccionado en l a  muestra no 

pudiese ser i o c z l i z a d o  y i o  entrevistado. En cada caso ,  siempre 

que esro fue posibls, el participante sustitutc pertenesia  a1 

rnisrno suhcoa;unto que e l  p a r t i c i p a n t e  de Ia muestra ( v e r  lista de 

encuestados, cuadro 1.1). 

Fara  la recclecci6n de datos se enple6 la modalidad de 

e ~ ~ z r e v i s t a s  3ersonal .e~.  Para tal fin s e  prepararon cuestionarios 

a ser ap l icados  por 10s entrevisradores. se asign6 a cada 

e ~ r r e v i s t a d s r  un ni~mero dererrninadc de parcicipantes y se le 

suministr6 un listado de personas que participaron en 10s 

programas de entrenamiefito del DETRA con sus respectivo~ 

sustitut9s. para f a c i l i r a r  el contac t9  i n c i a l  con los 

parz ic ipan tes  seleccionados y 10s posibles  sustiruros, se 

obtuvieron sus direcciones y telefonos. 

El crabajo de carnpo se rea l i zo  del 10 a1 24  de junio. Para 

esco s e  contrataron 1u personas l a s  cuales fueran previamente 

entrenauzs para f a  realizacibn de entrevistas, 10s 

mrrevistadores fue ron  escudiantes del ISA quienes tenian 

experiencia previa en e s t e  ~ i p o  de trabajo ,  ya que habian 

parsicipado en Las encuestas de gasros  e ingresos realizauas 

periodicarn~nre por el Banco Centra l  de l a  aepcblica Dorninicana. 



El elempo i n v e r c ~ d o  en l a  rjailzsc+6n de entrevistas f * ~ e  

mayor del programado. Es to  se deb16 pr lnc ipa ime:~ te  a l a  a l t a  

movilidad de 10s beneficiaries de lcs entrenamientos con respecto 

a EUS lugares  o r i g i n a l e s  de t raba- jo .  ~ s t a  moviiidad f u e  mas 

aeentuada con respecro a aqueilos partic:pant+s que sstaban 

lsborando en inszicuciones uel seczor p S ~ l i c o  y j o  i n s t r t u c i o n e s  

no gubernamentales. E n  v a r i o s  cssos en la ~ m p r e s a j i n s t i t u c i c n  

que present6 a1 par t i c ipanre  desconocian su nuevo lugar  de 

r r a b a ~ o .  ~ t r o  inconveniente del proceso de entrevis~as fue 91 

q muehos partfcipantes se negaban a p a r t i c i p a r  en las 

entrevistas alegando que y a  habian conzestado a esas preguntas a 

craves de cuestioaarios apl icados  iadivldualmeate por  el CNHE, 

FUNDAPEC o la ASD jver anexo c o p l a  de la c a r t s  enviada por 

parxicfpantes del aanco cenr ra l  a FUXDAPEC) .  o t r a s  veces no se 

pudo entrsvistar al gar t i c ipanre  se iecz~onado  gorque estaba fuera  

d e l  p a i s  o porque habia fallecido. 

ae manera similar +Igunas personas que hab ian  parricipado 

en 10s entrenamientos a traves de los programas de l  CNHE nu 

aparecian en 10s cenrros  de tzabajos que los habian 2atrocinados. 

E s t o  se debia a que estos indivrduos nunca laboraron en dicha 

onpresa y iinlcamence recibieron el pa t roc in io  para ser 

beneficiarlo del an t renan len to .  

En o t r a s  ocasiones, el nornbre d ~ l  p a r r i z i p a c ~ e  aparecia en la 

list3 sumin~scsada por FUNDAPBC o CNHE pero no habia  reallzado el 

ectrenami~nto. EL e s t e  ~ n f o r m e  s e  znexa 1.ma i r s r a  de slgxna$ 



~articipantes sel2ccionados en la muestra o r i g i n a l  y que no 

p u d i e r o n  s e r  locaiizados por  l a s  razones expuestas mas a r r lba .  

con reiacion a 10s supervisores, no fue pos ib le  r ea l i za r  el 

rnlsmo ncrnero de encuestas que ias de 10s participances ?or tres 

rarones : Pr ine ro ,  a lgunas  veces el beneficiario e r a  el dueho de 

la empresa o no habia un supervisor inmediato a quien 

s n t r e v i s t a r ,  segundo, ei supervisor no ostaba en condiciones de 

eva luar  el t r aba jo  del partlcipante porgue o no lo conocia antes 

d e l  entrenarniento.  Tercero, el'participante t e n i a  poco tiempo 

laborando en la empresa/instituc~6n despugs de part ic ipar sn el 

en t r rnamien to .  

Las dificultades mencionadas mas arriba provocaron que no s e  

pudieran e n t r e v i s t a r  a todos los seleccionadus en la muestra 

i n i c i a l .  Se! prccedi6 a u t i i i z a r  la l i s t a  de los sustitutos y 

i i l ~ i m a m e n t e  ura segunda ronda de susrituros con participantes de 

10s respectivos entrenamientos. 



RESULTADOS DE LA ENCUESTA DE LOS PARTICIPANTES 

I, Datos Generales 

La encuest?. f u e  aplicada a 90 parr;cipantes de 10s curses 
I 

de l  I!JHE y FTNDAPEC, selecionando unos 58 beneficiaries de l o s  - 

programas de en t r en&a ien to  dei CNEE y 5 2  par s i c ipan te s  en 19s 

programas de FUNGAPEC. m a  l i s t s  cornpieta de 10s nonbres de los 
I 

encuesiados con las empresas donde lahorsn aparece en ef c ~ ! a d r ~  

I 
Los btneficiarios de los p r o g r a m s  de entrenzmiento se 

encuencran dentro de i  rango de edad m6s praduct ivo de4 period0 de 

t r a b a j o  de cuaiquier persona. La eda2 prcmedic de 10s 
I 

participantzs tanto de CNHE como de PUNCAPEC era ds 35 afios y 

cerca de un 72% clenen menos de 4u anos de edad lver cuadro I A j .  

Eso g a r a n t i z a  que los conoc:mientos adquiridos por 10s 
I 

bsneficias~os puedan ser aplicaaos a la 1rnpresa / ins t i tuc i6n  por 

un periodo relativamente l a r g o  y que l a  inversi6n en el recurso 

humano pueda s e r  recuperable. 
I 

El sa l a rko  nominal prornedio devengad~ por 10s p a r t l c i p a n t e s  

anres d e l  entr2nainiento era de R953,970 Sara 10s participarces 
I 

d e l  CNHE cornparado con RDS3,410 gara los 6e FUNOAPEC (11% aayor 

qr.e FUNDAPECj, (ver cuadro 1 . 5 . 2 1 .  i o s  participantss en l o s  



Zonde el s a l a r r o  es  nayor. qtre el s a i a r i o  qze r e  p a w  en 

i n s t i t u c i o n e s  p i ~ b l i c a s  u o r g a n i t a c i o n s s  sin fines de lucro. La 

mayoria de 10s participantes de ios prcgraxas de FUNEAPEC 

provenian de esraz doa illtimas i n . s t i t u c i o n e s  . 

Esta diferencia de salarios a favor de 10s participantes de 

los programas de CNHE se rnanLiene cuando se analizaa 10s sa lar ios  

devenga.dos despues d e l  eotrsnamiento. ~ientras el salario 

promedic de 10s beneficiaries d e l  entrenaziento v i a  EUNDAPEC 

aument6 a ~ ~ $ 5 , 0 1 4 ,  ( 4 7 % j  el s a l a r i o  promedio de 10s que 

oar t i c ipa ron  el 10s programas de l  CNHE se elevd a RD$6,519 ( 6 6 % j ,  

(ver c ~ a d r o  1.8.2). Es nocario que e l  s a l a r i o  de 10s 

heneficiarios de 10s programas del CMHE experiment6 una rnejoria 

en :..:dmparacibn con el s a l a r i o  promedio de 10s par t ic ipantes  v i a  

FUNDAPEC . ~ s t o  s e  puede natar independientemente de lo que 

p o ~ r i a  considerarse un aumentc en el sa lar io  real de 10s 

g a r t i c i p a n ~ a s .  NO as pesible deterrninar el cartlbio en el s a l a r i o  

rea l  de l o s  pa r t i c i pan t a s  debi.do a que los programas de 

entrenamiento se realizaron en un periodo de seis aiios (1986- 

7 * $391 j 

AL moments de la seleeci6n de 10s participantes en el 

entrenamiento, es tos  en su mayoria ( 9 2 % )  habian laborado mas de 

un a con la empresaiinstitucion que 10 patrocin6. e l  

p a r t i c i p a n t @  promedio habid laborado mas de cinco afios (62 mesesj 

el? 1z sF3reSa (ver  cuadro 1.4). 



En io reFente a 1  nivei academlco de los participantes de los 

p r o g r a m s  de entrenamienro, se  pudo estaSiecer que mas del 75% de 

l o s  encuesrados habia  completado estudios unlversitarios y / o  de 

post-grad9 (ver cvadro I.luj y apenas un 4% no habia cornpletado 

10s estudios secundarias. 

11. Vaior de l  Enzrenamiento para el participante 

Despuis de roalizar el entrenarnienro un 32% de los 

participanres estaban ocupando una nueva posici6n dentro de la 

empresa o i n s t ~ t u c i ~ n  donde laborahan.  Est? proporcibn es muy 

idenrica para ambos t l p o s  de becarros (CNHE y FUNDAFEC).  E S t a  

proporclon se magcifica cuando el entrenamiento es de l a rgo  p lazo  

como es el caso de 10s estudios de maestria. (ver cuadro 11.2). 

De aquelles parr ic ipanres  que ocupaban un puesto d i f e r e n t e ,  

&Y% cercibian que el puesto accual  es m u y  favorable al que 

ocupaban antes del  entrenamiento.  ES te carnbio favorable habia 

sido consecuencia del entrenamient~ recibido jver cuadro 11.3). 

Nuevamente es importante r e s a l t a r  que l o s  estudios de l a rgo  plazo 

tienen un impact0 mayor en el camblo favorable de puesto que 10s 

cursos cortos realizados en tl pais  y en ei ext ranjero .  ~ o s  

pareicipantes percibian que el entrenamienro les ca3actt6 para 

enfrentar situaciones de wayor responsabiliuad y les f a c i l l c o  una 

promotion m a s  r6pida dent ro  de la empresa u organization donde 

i aboran .  





111. va lor  d e ~  sntrenamiento Para la ~nstitucion Patrocinadoha 

Un aspecto  important^ de toso programa de entrenamiefito lo 

constltuye el aporte que pueda o f r ~ c t r  a la ernpresa o insticucldn 

que patroc1116 a la persona que reclbao en ent renarn len to .  La 

percepcion de l  ex-becario del impacto que ha tenido p a r a  la 

empresa es de suma importancia. En %1 czso de 10s parZici~~ntes 

e n  10s entrenamientos d e l  DETRA, un 80% de los encuestados 

manifestaron que el entrenamiento ha s ido  de mucha o alguna 

utilidad para la ernpresa, siendo de mas utilidad den t ro  de 

aquellas instituciones que pa t roc inaron  p a r t i c i p a n r e s  a t r aves  de 

10s  programas d e l  CNHE ( v e r  cuadro IiI. 1 y 111.1 .B f . E S t a  

utilidad del entrenamiento se manifiesta a traves de introduccidn 

de procesos adm~nistrativos y tecnicos a las empresas, a s i  camo 

.el fortaiecimiento de la capacidad gerencial el analisis de 

problemas y la toma de decisiones. M&s ae un cincuenca por 

ciento de 10s participantes en l o s  prcgramas del CNHE consxderan 

que el entrenamiento ha sido de mucha utilidad para las 

enpresa/institueid2. 

~l tamaiio de la empresa donde laburan 10s ex-bancarias 

tamblen inflayen en la utilidad del encrenamiento t a n t o  en 

FUNDAPEC como el CNHE. De las empresas con c a p i t a l  mayor de 

RSSS, millones, 53% considera que el entrenamiento ha s ido  muy 

util para la empresa. De manera s~milsr Las ernpresas que 

par t i c ipa ron  en cursos de largo p i a t c  (maestria p doctorado) 

perclben que el entrezaniento ha srdo ds mucha urilldad p a r a  l a  



snprssa (78.5%!, especiaimente aquellas que par t i c ipa ron  a traves 

d~ 10s programas del CNHE, {ver cuadrs  111) 

Aquellos participantes que no encuentran poca utilidad para 

l a  ernpresa d c l  entrenamiento recibido se  debe a que el 

enrrenamiento no se relacionaba con el trabaja qua e s t a  

desernpefiando en la empresa. Aunque el entrenamiento puede ser 

6til para  ei individuo, el tipo de t r aba jo  que desempefia dentro 

de la insrltuci6n no le permite aplicar los conocimientas y j o  

habilidades adquiridos en el entrenamiento. Esta C l t i m a  

s i t u a c i b n  se present0 mayormente para 10s cursos ds corto plazo. 

Cerca de ati% de 10s participantes manifestaron que no han 

enconrraac diffcultad o han tenzdo poca dificultad para a p l l c a r  

l o s  conoc1m;entos adquiridos en el entrenamiento ( v e r  cuadro 

111.5) . Las mayores dificuitades se han producldo por factores 

Internos como son la estrEctura organizational de las empresas e 

i n s t i r x i o n e s  donde laboran, el enfoque traditional de las 

empresas; 10s recelos de 10s compafieros de trabajo y divorclo 

- entre lo aprendido en el entrenamiento y las actividades de l a  

erpresa; a s i  como Eactores externos como son la s i t u a c i 6 n  

economics d e l  p a i s  y el t l p o  de mercado international donde 

trenen que exportar. 



Las mayores dificultades se presen tan  p a r a  10s benefic~arios 

de 10s entrenarnientos de l a rgo  p lazo  y aquellos gue erabajan en 

las empresas publicas u O N G ' S .  iver cuadros 111.5. y 111.5.d). 

Es importante senalar gue el aspecto de la c u l t u r a  organizational 

representa una dificultad mayor entre 10s beneficiar~os de 

entrenamienso de largo plazo, mientras que ias del divarc io  de 

10s conoc;nlentos con el t rabajo realizado se produce en los 

entrenamientas  de corto plazo. 

I* P o s  tercesa parts de 10s participantes consideran que su 

rendimientos han s i d o  excelentes aespuks &el entrenarniento y 

1 piensan que estan aportando mas a l a  i n s t i t u c l o n  debido al f r u t o  
: e 

del entrenamienro jver cuadro 111.3j. mas de la nitad considera 

que e s t a  aplicando mds del 80% de lo aprendido duranre el 

entrenamiento (cuadro 111.6). 
,a 

i@ 
Los entrenamientos recibidos por I n s  participantes ayudaran 

Respecto a 1  retorno de la inversi6n en el recurso humano, 

e s ra  relacionado a1 tipo y a la duracion d e l  entrenarniento. Se 

derect6 un rango que va desde un mes para algunos cursos cortos 

has ta  2 4  meses para 10s entsenamientos de largo plazo. 

a establecer cambios en l a  institucidn donde laboran. E S t Q S  

cambics se sanifestaban en el establecirniento de elemen~os 

, contables ,  administrativas y de mercadeo para l a s  exportaciones, 

I lanzamienro de nuevos producros , me joramiento de l a s  r e l ac iones  

ohrgro-gatrun 3si ccma el. me:oramierlto en l a  toma de decisilmes 



jver cuadro I S I . l C ) . l j .  Esros cambios han sido aiimentados por 

l o s  conocimiento adqurridos por 10s p a r t i c i p a n t e s .  De aquellos 

beneficiados con entrenamienzos de largo piazo, mas de un 80 

porciento gercibe que el entrenamient~ ha servido para iniroducir 

carnblos en la ernpresa cornparado con un BZ% 10s que recibieran 

ectr2n6rniento a t raves  d e i  cursos cor tos .  (cuadro 111.30.6) 

Hay que destacar que un 80% de 10s participante c ~ n s i d e r a r ~  

que el enrrenamiento a travgs del DETRA le ayudo a adquirir 

procedimlentos 16gicos que le sirven en la ejecucion de su 

t r a b a j a .  De manera similar, un 75% prensa que e l  entrenamfenro 

l e  ha ayudaao a adquirir habxlidades que le faciXLt&z trabdjar en 

grupo, e levar  su productividad y estar m a s  capacitado para tomar 

decisiones. 

En general 10s ex-becarios conslderaron que el tiempo 

i n v e r t i d o  en el entrenamiento a traves del DETRA fuo muy Sien 

utilizade e importante para la rea l lzac i6n  de sus act~vidades 

profesionales como de manera individual. 



EMCUESTAS A LOS SUPERVISORES DE LOS EX-BECARIDS 

I. DatOS Generales 

L a s  empresas que patrocinaron a 10s ex-becasios a trav4s dei 

consejo Nacional de Hombres de Empresas (CNHE) tenian un c a p i t a l  

de mayor de R D $ 5  millones (71%). o m a s  de 50 ernpleados { 9 f % i . .  

Sin embargo, solo dos t e rce ra  parre  de 10s ex-becarios 

habian s i d o  patrocinadas par las empresas o instlruciones donde 

laboran actualmente.  Para aguellos que fueson patrocinados por 

las empresas donde laboran,  en su mayoria el plan  de 

entrenamlento fue preparado por el propio ex-becario con ayuda 

d e l  supervisor ~nmediato. Esto es mds n o t o r i o  para 10s casos de 

los entrenamlenros de largo p lazo .  

IS. Impact0 del Entreaarniento 

En. lo referente al irnpacto del entrenamiento en l as  

empresas/insrituciones, un 90% de ios supervisores consideran que 

ha sido de utilidad. Esto se mani f i e s t a  en el nejoramiento de 

la cafidad del trabajo del participante, mayor eficiencia en la 

producsi6n y establecimiento de controles administrarivos, 

financferos en la emprera. Aquelias personas que no estan 

contribuyendo a sus respeccivas ernpresas es debldo a wre el 

entrenamiento no se ajusta a Pas labores que desempenan dentro  de 

l a  empresa o a que abandonaron la empresa o i n s t i t u r i 6 n  pa ra  

t r a j a j a r  en otro l u g a r .  



~ s t o  supervisores tambien piensan que el entrenamienro ha 

ayudzdo a 10s ex-becarios a aportar m a s  a sus empresas o 

instituciones i 90% 1 . 

Sin embargo, exis ten  factores que limitan l a  apl icacion de 

10s conocimieness adquiridos en las empresas o instituciones. 

Entre es tas  limicaciones s e  puede destacar fac tores  internos como . 

son la capacidad financiera de la empresa, la estructura 

~rganlzacional, 1a fafta de equipos, la politica de la empresa y 

la discrepancia entre lo aprendido en el entrenamiento y la labor 

realizada por el ex-becario dentro de la empresa o instituciun. 

Entre los f ac to res  internos se encuentran 10s contxoles 

gubernamentales y el r i p o  de mercado que enfrenta la empresa. 

un n6mero limitado de supervisores no estuvo en capacidad de 

eva lua r  a los ex-becarios debido a que no conocia a1 ex-becario 

an te s  del snt renamiento ,  o el ex-becario tenia  p o c ~  tiempo de 

haber r.ecib;do el entrenamiento. 

E1 n;vei de aplicacibn de 10s conocimientos adquiridos 

tambien f u e  evaluado pcr 10s supervlsores. Aungue 10s ex- 

becarios estan en mejbr p~srczdn para poder evaluar  esta 

situaci6n, se requirio l a  oginron de l o s  supervlsores para 

establecer l a  percepcion de estos 6ltimos sobre la cai idad y 

aicance del entrenamiento recibido por 10s ernpleados que habian 

patroclnados. Exlsre l a  percepcion dentro da 10s supervlsores de 

que un 7 0 %  ae l o s  ex-becarios usa 5 0 %  o m a s  de los conccurilenros 



adquiridos. E s t o  contrasts un poco con la perception de l o s  ex- 

becario quienes piensan que a p l i c a n  en mayor  proporc ibn 10s 

conocimientas adquiridos . 

En lo referente a 1  tiempo necesario para  recuperar fa 

i n - e r s l o n  del encrenarniento de parre de la empresa o inst i tuci611,  

no existe un promedio de meses representative debido a la 

diversidad de 10s cursos imparcldos. Sin embargo, es importante 

se5alar  que dentro de los supervisores se encontr6 un tiempo mbs 

largo para  recuperar la inversijn comparada con la que habian 

externado 10s ex-becarlas. Mientras en los ex-becarios, la 

inversi6n en 10s entrenamientos de largo plazo era recuperable en 

un periodo no mayor de 24 meses, en el caso de 10s supervisores 

se establecieron perioaos de has ta  42 meses (ver cuadro 11.51. 

vn aspecto importante a desracar es que un 70% ds 10s 

supervisores nan detectados cambios que se han producidos en Las 

empresas/instieuciones como consecuencia del entrenamiento 

resibldo a traves del  DETRA. Entre ios cambios rnencionados se  

sncuen t ran  un mejor servicio a 10s zlientes, una estrategia 

dxferente para exportar, establecimiento de sistemas 

contabfes/administrativos computaritados y adquisicl~n da 

maquinarlas y equrpos m6s modernos. Esto se traduce en una mayor 

productividad y ef icxenc ia  dentra de la empresa es  s i m i l a r  a la 

respuesta dada por los ax-becarios. 



En l o  reference a un posible aumento en las expurtaciones 

f r u t o  dei entrenamlento, no f u e  pos ib le  establecer una relaci6n 

direcra debido a que varias empresas que se beneficiaron del 

programa Je entrenamlento a trav4s d e l  DETW no estaban 

exportando. sin embargo, Eue n o t o r l o  e n t r e  las empresas que 

estaban exportando que el entrenamiento habia fo r ta lec ido  su 

capacldad para exportas ( 7 0 % )  ver cuadro 11.6.1) 

Exist io  concenso sobre l a  necesidad de 10s programas de 

enrrenamiento para fo r t a l ece r  t a n t o  a l a s  empresas privadas como 

a l a s  empresas pcblicas y a l a s  Organizaciones ~a Gubernamentales 

(QNGts). En el caso de l a s  empresas prlvadas, un 95% de 10s 

supervisores afirmo que estar ian  dispuesto a i n c e p t i v a r  y apoyar 

a sus empieadas para que gart ic ipen  en programas de ensrenamiento 

sirnilares a 10s patrocinados ?or a1 CNHE. En el caso de 10s 

supervisores de 10s ex-becarios v i a  FWNDAPEC, hubo concenso de 

apayar e incentivar e s t e  tipo de entrenamiento entre sus 

empleadas. 



FUNDAPEC 

I. SHORT-TERM IM-C6-Y TRAINING 

(a) Health/AIDS (INSAPEC) 

1. Milciades Mateo, Dominican A i r  Force 

2 ,  Elso Ogando, Escuela Socorro Sanchez 

3 .  Gavina Serrano, Escuela Cristo Rey 

4.  Adalgisa Ramirez, Escuela Juan Batista Zafra 

5 .  Elana R o ~ ~ s ,  SEEBAC 

(b) Farm ~dministration (Management) f f SA) 

6. Felix de Leon Ortega, SEA 

7 .  Donald Cast i l lo ,  SEA 

8 .  Luis M. Perez, ENFOTEP 

(c) Factory Accounting (ISA) 

9.  Jose Jimenez, Fact. San 23. de Porres 

10, Nerys Mendoza, Fact. Santa Clara 

(d) Agraindustrial Administration [ I S A )  

11. Jose A. Malena, F. Lazaro Duran 

12. Jose Hernandez, F. San M. de Porres 

( e )  Forxage and Unconventional Based Cattle Forrages (Is&) 

13. Jimmy Aeosta, Asoc. Gan. de la Costa 

(f) Project Planning and Implementation Systems (UNAPEC) 

14. Luz Maria Mena, FUNDAPEC 

25. Manuel Lara, FONDQPREX 

(g) Educational C r e d i t  Workshop (FUNDAPEC) 

16. Roxannz Brady, UNAPEC 

17, Ramon Cuello Raairez, La S a l l e  



18. Filar Accsta Figueroa, CENAPEC 

19. Maria Altagracia Colado Vasquez, CENAPEC 

(h) Professional Developrnent/Institutiona1 capacities (INFQTEP) 

20. JOSE? Encarnacion Romexo 

11. H.S. DEGREE TRAINING 

(a) Economic Sector 

21 .  T~Eialta Castillo, Canco Central 

22.  Elizabeth BeLlo, ONAPLAN 

23. Miguel Nunez, Banco Central 

(b) Education 

24.  Luz Maria Mena, I n s t .  BoPitecnico St. Dgo. 

25 ,  Eufemia Reyes M., SEEBAC 

26.  Idalla Esperanza Santos, UNAPEC 

27. Fernando Portes, U M B  

111. SXQR.T-TERH OUT-OF-COU?lTR9 

(a) Ecsnoaic Sector 

28.  Manuel Aybar, B ~ n c e  Central 

2 9 .  Olga Florentine de 3011, Banac Centra l  

30. Henry B. Gomez, Banco Central  

31. Luis A. Hernandez, Banre Central  

(b) Health and ~opulation 

32. Julio Cesar Estrella, ONAPLAN 

3 3 .  Olga Molina Achecar, ONAPLAN 

3 4 .  Julio Ceaar Mejia, INSAPEC 

3 5 .  Altagracia Bello, ADOPILAFAM 

36. Matilde ~ a r c i a ,  Asoc. Aquas Vivas 

37. Maritza Martinez, Carita Dominicana 



38. A i d a  A. T e j c d s ,  Nucfeo C s n r ~ a l  - SESPAS 

(c) Education 

39.  Angela Florencio, UASD 

4 0 .  Rosa Belkys Salce, UTECI 

41. Miguel S-hervi, UTESUR 

42.  Jose Re A l r i r e z ,  IPL 

4 3 ,  Gladys Marcelino, UNAPEC 

4 4 .  Eligio Antonio Cabrera, ITESA 

45.  Jszge L u l l  Garcia, IPL 

46. Leone1 Rmfrez ,  IPSD 

47.  Emilio Antonio vargas, FUNDAPEC 

CNxZ 

I. SHORT-TERM IN-COUNTRY !TRAINING 

(a) Marketing 5trategy in Crisis Period 

1. Juan de Jesus M e u ,  Quisqueya Agroindustrial 

2 .  Bernade Manon R. L o s  Arbolitos 

(b) Management of Shoe Production 

3 .  Jesus G~nzal%Z Farnandoz 

(c) Business Law: Theory and Practice 

4 ,  Luis E. Martinez, Capital ds Semticios. S.A. 

5 .  Roberto Rodriguez, Csdro del Libano. S.A. 

(d) Packing of Products (SERVICONSULT y AGRIDEC) 

6 .  htarnio Langa, SUKIM, C. por A. 

7 .  Ney J.R. PAmentel Soriana, FUNDESER 

(e) Executive Management 

8 .  Sandra Perez Mancebo, Bancs Nac. de Credi to 



9 .  AugustQ Belsrdy, Alfmentos Y Bebidas 

10. Yiria N. Gonzales G. FERQUfDO 

(f) Associative Fams f o r  Export Production (SEPROMSA) 

11. RamoEa Flsres, Banco de la Mujer (561-3941) 

12. Siea Borquez, Ebanisteria Frank (684-0587) 

(g) International Quality Cantral Program 

13. Jose Martin Brito, CaPzera, S.A. (682-6245) 

1 4 .  Jordi Joagilin Bosom Santana, Fersan (562-5523) 

15. Rebessa M. Castra, TEJf3CS DE PUNTOS (530-4457/7832)  

(h) Establishing Costs and Prices for E x p o r t s  

16. Julio Tomas Santana, CBDOCISA (544-0898) 

17. Dclce de 10s Saatos, AMBAR DOMINICANO ( 6 8 2 - 9 5 9 5 )  

(i) Legal Aspects of International Commerce 

18. ~eresita Pena, PROYECTO ELECTRIC0 IND.  

(j ) Farm Management (ISA) 

19. Francis Castanos Peguero, Naqaa Agxofndustrial, S.A. 

2 6 .  Carmen Guerly Uxena, Camelia Agroindustrial, S.A. 

XI. M.S. DEGREE TRAINXXG 

(a) Mazketlng 

21. Birna Al~nS0 - Maxima Gomez P., C .  por A. 

22.  Noma Nunez, El Corral, S.A. 

23. PUXE Pelfarano, Trapijugos, S.A. 

24 .  Gamilo Suero, Manufacturas Textiles 

2 5 .  Salvador Victor, Laboratorios Vic to r ia  

(b) Finances 

26.  Edgar Delgadc, Spencer Industries 
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27.  Bna Amparo Troquelados Daminicanos 

28. Xiomara Morell, Envases Axtillanos 

29 .  Francisco Valencia, Banco Mstropolitano 

(c) Management 

3 0 .  Julio Hernandez, Cibao Tropical, S.A. 

31. Gregory Llfnes,  COFINASA 

32. Rszeo Hernandez, Roisores Comercia1 

3 3 ,  f;umi Yanai, Cariplant, S.A. 

34. Gustavo Arfza, Maritima Dominicans 

(d) Computer Sciences and Information Systems 

35. Manuel Fernandez, C a i .  Agroindustrial, S.A. 

36, Miguel Yeaxa, Banco deE Csmercio Dominicano 

37. Miguel Arias Financiera Nacioml de Empresas 

3 8 .  Yolanda Delgado, FERSAW 

39, Piero bimitr i ,  INFOCENTRO (Bc. Pop, Dom) 

4 0 .  G r a c e  Rivera, FLORDOM, S.A. (SID) 

41. Juan Nobaa, Barcelo Industrial 

(e) InternationalBusi,rless and Marketing 

4 2 .  Victor Martinez, PROCITRIC, S.A. 

43 ,  Candida Olivo, Pxoductoxa de ALimentos Lfniera 

(f! Others 

44.  Quflvia Jorge, I S A  

45. Aura Watos, industrias Asociadas 

1x1. S?iORT-TERM OUT-OF-COUNTRY 

46.  Mr. Tiberio ant. CABRE= C r u z ,  C Guil lemo,  C x A,,  San, 

47 .  Mx. Reynaldo S. E N D E Z  Carrasco, Sales Manager, 
Late?:dom, C x A, Santo Borningo 



48.  Mr. Pedro SLYCHEZ cigrian, General Manager, Talento 
Criollo, Santo Doming0 

4 9 .  Mrs. Adalberta A. GEWQSO Coranads, Assistant 
Production Manager, Rafael A. Espaillat, Sucs. Santiago 

5 0 .  Miss. Zunilda PANIAGUA, Finance and Planning 
Vicepresident, Banco del Comercbo Dam., Santo  omi in go 

51. Mr. Angel Jose Taveras T., Production Manager, Antonio 
R. Taveras, C x A, Santiago 

5 2 .  Mr. Hilario M. Santana Rodrigdez, Fed. Dominieana de 
Colonos Azucareros, C x A, Constanza 

53.  Miss Carmen M. FICUEROA Rodriguez, Production Manager, 
Peralta E x p o r t .  S.A., Santiago 

54.  Mr. Angel del R. SANTOS Cordero, Operation Manager, 
Rafael A. Espail lat  & Sucs., C x A, Santiago 

5 5 .  Miss Victoria J. CHECO Pena, General Manager, Cherobi, 
Agroindustrial? S*Asr Santiago 

5 6 .  Mr. E l i o  S. W T E  C r u z ,  Financial Manager, Caucho 
Dominicano, S.A., Santo Dontingo 

57 .  . Teofilo SURIEL E.! Ad. Advisor, Nndacion de 
Desarrollo Agropecuarla, S.A., SaRto Domingo 

5 8 ,  Mrs. Maritza A. GUZMAN y Guzman, Director, Assc. para 
el Desarrollo de la ~rovineia Espaillat, T n c . ,  Santiago 

59. Mr. Manuel A. CACERES FrsceLla, Financial Manager, 
Bonsai Artesania, C x A, Santo Drrnringo 

6 0 ,  Mr. Jose A. GOMEZ S., President, GQMEZ Gabinete, S.A. ,  
Santo Doming0 

61, Mr. Jose Rafael FRANC0 Duran, Production Manager, 
Xanufacturas Linajah, C x A, Santo Domingo, 

62. Mr. Jose Mfgtlel BAIICELO, Marketing Manager, Barcelo & 
CIA., C x A, Banto Domingo 

63, Mr. Martin A. GOHEZ Martinez, Management Advisor, 
Embassy Beach R e s o r t ,  Santo Bominga 

64.  Presidente, Comercio Caribe Ameriano, Pulta de Frutas 

6 5 .  Directors Depto. Exportacfon, Rosario, S.A., Vegetales 



?regunta I-I y 1-8 : L i s t a  de Parricipantes de l  CNHE 

XUBEN 3IAZ 
ERCILIA A .  HAF!IREZ 
AZA AMPARO 
JOSE MIGUEL VALLEJO G. 
BERNABE MANON ROSS1 
QUILVIO E. JORGE 3URGE 
SALVADOR V I C T O R  
MARITZ.4 4. GUZPAN 
NICOLAS CQNIL 
MARIO S .  REYl:S 
CARLOS J. ESTEVEZ 
PEDRO MILLA 
GUSTA'JO PEREZ MALLA 
RAMON A .  ME JIA G.  
GUSTAVO A R I A S  
P I Z T R O  DIMITRI 
IGN. FERNANDO ML. D. LAMA 
MPJIUEL ARTURO M, MICHEL 
HAXPTON CASTILLO LANDRY 
DELI0 ARMANDO RfNCGN S. 
AYDA ALWONTE 
x!4RCOS HUED 
GOSE R. ORDEIX LLABALY 
HECTOR R. NUNEZ PERALTA 
SISA BGRQUEZ 
ALBSRTO DE LOS SANTCJS 
RAMONA PLORES DF MARTINEZ 
Y R I S  N. GONZALEZ G. 
JUAN A. . W O N  NOLVA PEREZ 
FRANCISCO A .  MATOS M. 
JULIO HERNANDEZ 
ChSIMIRQ f INA R. 
PAULS3O ABREU MARTES 
T E O F I L O  SURIEL 3 .  
MARIA IDANIA MOW4 
L U I S  RODRIGUEZ LOVERA 
SONIA TERRERO SALAZAR 
IDALIA E. SANTOS H E R N W E Z  
ZUNFLDA PANIAGUA 
YOLANDA JIMENEZ MERCEOES 
ROBERTO RODRIGUEZ 
HEldCOM ZOANG 
GCRGE MARATOS 
CARMEN NARATOS 
AMARILIS GARCIA 
CA2ZOS RODRIGUEZ 
M.P.P.1.A J. GCUSACHS 
MARIA XLT . CCRTORREAL 
FFAPICISCO J. DE B. 
RITA ,22N2?.LE Z 

TZZIDO FLEX 
NIQUELADQS-CROMADOS DZL 
TROQUEDOM 
E. LEON JIMENEZ 
LO8 ARBOLITOS 
I SA 
LAB. VICTORIA 
AID PROV. ESPAILLAT 
AGRONQRTE CxA . 
IND . CARTONERA DOMI;NICA.dA 
IND . CARTONERA DOMINICAPJA 
MALLA Y COHPANIA 
MEHANO Y CZA, 
DOL DOM. 
.?fARITIMAS DOM. S.A. 
GRUPO FINANCIER0 POPULAR 
EHBODOMCA 
INETRQUIMICA S . A  
LAM 
INESPHE 
CERVECERIA NACIONAL DO%. 
AGENCLA BELLA 
BANCO METROPOLITAN0 S. A. 
PERQUIDOSA 
EBANISTERfA FRANK 
CEDSO DEL LIBRO 
PROPIA EMPRESA 
FEHQUIDO S . A. 
BARCELO INDUSTRIAL,  CXA 
CIMPA 
CIBAO TROPICAL, S . A  
TR,4NSAGRICOLA 
MABRANO Y CIA. 
F . D . A .  

EMPRESAS ACUARIO S . A .  
DE SEMPLEMA 
UNAPEC 
BANCOMERCIO 
BANCO D O M I N I C 0  HISPANO 
CEDRC DZL LIBANO 
E. LEON JIMENEZ 
INTERNATIONAL SHOE 
INTERNATIONAL SHOE 
E. LEON JIMENEZ 
5. I. D. 
IMD . C.=.RTONERA DOMINP CAN-A 
EN SU CASA 
TND.  CARTONEW DOMINICANA 
S N D  



LUIS A .  LOPEZ 
HECTOR PUJOLS CASTILLO 
ROSA E .  FRANKSNBEG 
GUILLERMINA DULUC 
D I D I E R  MANUEL FUENTES N. 
AURELIO A .  FAMILIA 
XLBA CASANaVAS ALARCON 
GABRIEL SANTANA 

E. LEON JIMENEZ 
C-3WZGNERA DUMINiCANA 
J. FRANKENBEG, C X k  
T) ' A3ITAP.E 
CELSO P E R E Z  CXA 
LABORATORIO RGLDAM, CXA 
HELADOS %ON C,U 
NICOFP,%SA 

F?.ANCISCO JAVIER PERALTA 
ROBERTO SFSTOS 
Dr. VICTOR MENA SMICHEZ 
FELIPE CASTILLO 
J O S E  A. HERNANDEZ 
ATJDRES DEL C .  PEREZ Y P .  
CESAR AUGUSTO ALVAREZ 
VICZNTE GUZMS3 
L U Z  MARIA MENA ALVAREZ 
AHGEL NERYS CASTILLO 
ZOSE RAHAMES ALVAREZ C. 
EDUARDO ROSARIO GUZMAN 
3 0 R G E  GARCIA VALE- 
F S L t X  DANIEL PUJOLS V. 
ALPREDO M. MARTE 
MIGUEL SUBERVI 
ANTONIO FELIX GOMEZ 
ANCRES FSRNAVDEZ 
GLADYS MARCELXNO 
-9AFAELA DEL C. BETANCES M 
L U I S  FRIAS 
ANGELA FLORENCIO A *  
EUFGMIA R E Y E S  MINAYA 
MILTON LUNX GONZALEZ 
MIRIAN DIAZ SANTANA 
EXILIO A .  VARGAS SANTIAGS 
NERYS MENDOZA 
AUGUSTO BELARDY 
CARMEN MARIA CASTILLO 
LUIS EERNANDEZ G. 
LUIS MARCOS SOT0 T. 
HENEY B. GOMEZ R .  

JUNTA DE REGANTES 
ISA 
SEA 
NO ESTA L,9BOR,srNDO 
SAN M a  DE P G K R B Z  
SAN H. DE PGRREZ 
S E A  
LA PREVISO-SA 
EUNDAFSC 
INDUSTRIA LUSY 
LOYOLA 
LOYOLA 
POLTTECNIZC LSYOLA 
POLITECNTCO DE AZUA 
SUNTA 4 E  GANTE S 
UTESUR 
I.A.D. 
JUNAT OE RZGANTES 
UNPHU 
SEEBAL 
O.D.C. 
UASU 
DEPTO.CAPACITAC1ON SEEBAC 
ACCIOM PRO-EDUCACLON Y . . 
FUNDAPEC 
FUNDAPEC 
FACTORIA SANTA CLARA 
ALIMENTGS Y BEBIDAS 

BANCO CENTHAL 
SVPEREANCOS 
E.UJC3 CEPJTUL 



Listado de participantes en la encuesta l i " u m A P E C - m  que no 
f ueron localizados 

Gustav.3 Ariza 
Mari t ln~a Dominicana 

E f i a l t o  castillo 
Banco Cent ra l  

Luis A .  Hernandez 
B a n C O  Central 

2uli0 cesar EstreIla 
ONAPLAN 

Olga Molina ~ c h e c a r  
ONAPLAN 

Altagracia Beilo, Fundapec 
ACOPLAFAN 

~acildes carcia, ~undapcc 
~ s o c .  ~ g u a s  V i v a s  

Maritza Martinez, Fundapec 
caritas Dominicanas 

Aida Tejada 
N ~ I c ~ ~ o  c ~ ~ ~ ~ ~ ~ - s E s P A s ,  Fundapec 

Mr. ~eynaldo s. ~endez carrasco CNHE 
Latexdom C . X  A. 

Mr. Pedro Sanchez ciprian CNHE 
Talent0 crkollo, ~ d m .  General 

Mr. Manuel A.  caceres Procella,  CNHE 
Bonsai ArtesanXa, C . X  A. 

Mr. Jose Miguel E3arcelo CNHE 
BARCELO & C I A ,  C. X A .  
cte. M E ~ C ~ ~ S Q  

Comentario 

No t rabaja  aqui  

Enviado a A I D  

Enviado a A I D  

Ns labara  aqui  

No labora aqui 

NO le conocen 

NO trabaj a aqui 

No aparece 

Enfermcjfuera 
d e l  pais 



nr. Marrin c6rnez n a r r i n e r ,  CNHE 
Embassy Beach Resort 

Sladio Reyes, Escuela Repclblkca de Corta 

Juan B a t i s t a  P&rez ,  SEEBAC 

wilfredo Malleu 
Isldro Boraas, C . X  A .  
sevsn-up 

Carlos EsteveZ 
Industria carronera Dominicans 

C a f a i l a  nadera, CEEOPEX 

NO l a  conocen 

N G  l a b o r  
escolar 

Fuera dei pais 

NO labora  aqui 

No le canocen 

De viaje a 1  
exterior 

so infomaci6n, 
no l abora  aqui 

NO labora a q u i ,  
no information 



Cuestionario para Participantes - CNHE 

I. Dacos Generales 

I. Nombre: 

2 .  Direction a c t u a l :  

4 .  Edad: 

5 .  Em>reSa que lo presraco a l  D E T ~ :  

5 .  Empresa donde iaboro anres  del entrenamientc: 

- cargo que desempefiaba: 

- salario rnecsual que Vd. r lc ib io :  

7 .  Estaba 3d. empleado durante el entrenamiento? si - No - 

8. Empresa donde l abo ra  actuaimenrer 

- cargo que desempefia: 

- Salario mensual que UQ. recibe: - 

9.  Tiempa de empleo con la enpresa antes de comenzar el 
prograna de enr renan ien to :  

10. Nivel de rscolaridad alcanzado ac~ualmente: 

- P r imario 
- Sscundarko Lncompleto 
- secundario cornpieto 
- un~versirario ~ncompleto - universitario Complero 
- post-grado 

11. Tipo del entrenamiento recibido a traves de l a  DETRA 

- M . S .  

- PllD. 

- Ticnico ae curto Plazo en 10s E.E.V.U. 
- Seminari0jGi.r~ observacional en ios E.E.U.U. 
- Corto Piazo en la R . D .  

, ": 3acuraleza dei e n t r e n a ~ i e n r o  recebido 



1 3 .  Q u j  institution le dio 21 entrenan:snto'? 

15 - ~ u 6 l e s  f neron  las f echas ue l  ent renamiento?  

de a 
mes ano mes aho 

11. v a l o r  del Entrenamiento para el Participante 

1. Qu@ puesto de t r aba jo  actualmente ocupa ud:? 

2 .  Es e1 mismo puesizo que ocup6 antes del entrenamiento? 

si la respuesta es SI, pasar a la pregunta 5 

3 ,  Si es diferente, con r e fe renc ia  a su puesto anze r io r ,  
cdmo cornpararia ud.  su p u e s t o  a c t u a l ?  

- pueszo distinro y favorab le  
- Puesro d i s r i n t o  y desfavorable 
- NO t r aba jo  actualmente 

POT f a v c r ,  explique la respuesta 

4. si es diferente,  piensa Ud. que el 2ntrenamiento  afectd e l  
cambio de puesto? 

Por Savor, expiique la respuesta 



5. En 5 o p i i n 6 n ,  el entr-enamiento ha neck0 una diferencia 
s i g n i f i c s z i v a  en su s a l a r i o  a c t u a l ?  

6 .  En su gpinibn, el enrl-enamienco hara  una difersncia 
significativa en su futuro s a l a r i o ?  

111. Valor del Entrenamiento para la 1nstituci6n Patrocinadora 
f o  a c t u a l  en caso de haber cambiado de emples) 

I .  con respecto a 1  desempeno de su trabajo a c t u a l  pa ra  l a  
ernpresa, vd. op lna  que el entrenamiento ha sido 

- 
De alguna utilidad - 

- oe ?o;a urilidad 
s i n  utilidad 

Si ha s i d o  ae utilidad, expiique en quk forma 

2 .  Enconxro ud. dificultades para ap l i ca r  en su trzihajo lo que 
aprendi6 durante el adiestramiento? 

- si, un poco. 

- NO encontre dificuitades 
3 .  C6mo considera Ud. su rendimiento en el t r a b a j o  despues de 

concluir ef curso pat rocfnaao por ei DETRA? 



4.  Plens3 Ud. que esri aportando mas a s u  firma Cebido ai 
entrenarnier~to? 

P a r  f a v o r ,  explique su respuesca 

5 .  CuAles son 10s faceores m a s  imporcantes que impiden mayor 
apiicacijn de 10s conocimientos adquiridos durante  el 

6 .  ae 10s conocimiencos adquiridos, que porcentaje considera 
Ud. que esta aplicando? 

7 .  Cuinto  tiempo (mesesj piensa Ud. que comari a su empresa 
patrocinadora para recuperar su i n v e r s i o n 3  

8 .  si ha cambiado de empresa, cuanto tiempo (mesesj piensa Ud. 
gue ie habria tornado a su empresa patrocinadora  recuperar su 
inversi6n'? 

9 .  Puede vd. iadicar aigunos cambios es~ecificos hechos en l a  
empresa para la c u a l  t r a b a j a  a c t u a i n e n t e  resultantes de su 
enrrenamiento? 



E ~ I  caso a f i r m a t i v o ,  exglique su respuesta 

10. En caso af i r rna t ivo l  que nivei de impacto favorable  p i e n s a  
vd. que >zn cenido sobre: 

~ u c h o  ~ l g o  Ninguno N/S 
Exportaciones por la empresa? - - - - 

Producrividad de la erngresa.7 - - - - 
~ i v e r s i f i c a r  de la empresa? - - - - 

~anancias ae la empresa? - - - - 
F Z V O r  de expl iear  su respuesza 

i1. con respec to  a1 proGrarna que Ud. cu r s6 ,  ha mado Uu. e: 
conczndio para hacer carnbics en su empresa? 

Favor de explicar su respuesta 

12. cuaies de 10s siguienres beneficios directos,  Wd. adql i r i6  
a1 t k r m i n o  d e l  curso? 

- ~ r a m o c i o n  a uo puesto de nayor importancia 
- Mejoria de s a l a r i o  
- Mejoria en el desempefio de mi trabajo - Kejor posibilidad de conrinuar perfecciondndone 



1 3 .  Considera Ud. que en su a c t u a l  n i v e l  de desempedo en el 
t r a b a j o  que r e a i i z a ,  i n f l u y e  lo que a p r s n d i o  en el c u r s o  
parrocinado po r  DETRA? 

- - ~dquiri proceaimientos l 6 g i c o s  en l a  ejecucion de las 
tareas relaclonadas con mi t r a b a j o  

- - Adquiri habilidades para reafizar mi t r a b a j o  con 
2recision 
~dquirihabilidades p a r a  r e a l i z a r  t r l b a j o s  en grupo 

- - ~uquiri nuevos conocirniencos que me sermiten r e a i i z a r  
m i  rrabajo m a s  ef icientemenze 

- - DPSPU~S de l  adiestramiento, mi productividad ha 
rnejorado consiuerablemente 

- - ~ e s p u g s  del adiestramiento, me siento m6s capaz de 
participar en el proceso de toma de decis ion d2 mi 
insritucion 

Sumario de l a  evaiuacion personal: 

14. C6mo considera Ud. todo e l  tiempo, ene rg i a  y dedicacidn 
i n v e r t i d o  durance 21 curso de adiescramienco? 

- NG v a l e  la pena f u n a  pPrdida de t i e n p ~ j  
- T ? l e  vSiido en pccas aspectos (casi :.:I: f r a c a s o )  

- .  - z ~ ~ l . = c  a l ; ~  de 1.2 232 Z p r G n a :  [ f u s  -azg ; la3 le :  - - -. 
;;slide ez  T.TZ; -~ .>~ as?et:t: ,s [ f ~ l ?  ~ ~ ~ ; ~ ~ J ~ ~ ~ ,  

r .  - - . I - =  mi-iy ! n ~ c r t a l ; = s  ~ a r z  m i  { ::-:% .?,I: 2 ~ : ;  = ., 
* - - -.. - 



Edad: 

5 .  1nsti~uci6n que lo present6 ai DETRA: 

b. Intitucion donde i a b o r ~  antes de2 entrenamiento:  

- Cargo que desempenaba: 
- s a l a r i o  rnensual que ud. rec ib ib :  - 

7 .  Estaba Ud. empieado durante el entre3amiento? Si - NO - 
8 .  Insritucidn donde iahora actualmente: 

- cargo que desempefia: 

- s a l a r i o  rnensual que ud. recibe: 

9. Tiempo de emplso en l a  institucijn antes d~ conienzar el 
prograrna de entrenamiento:  

ril, Nivel de escularidad alcanzaao actualmente: 

- Primario 
- Secu3dario rncomplcto 
- ~ecundario tom~leto 
- universirario Inconpleco - Wniversitario Completo 
- posr-grado 

11. Tip@ del entrenamlenso recibido a t s a v e s  de la DETRA 

- M.S. 
- PhD.  

- Tgcnico  de Curto PLazo en 10s E.E.U.U. 
- Seminario,iGiro Observational en 10s E.E.V.V. 
- corm p l a z ~  en la R.D. 

1 2 .  Naruraleza del entrenamiento recebido 



15. CuSles  fueron l a s  fechas del encrenarniento.? 

de a 
mes 2 ~ 0  mes ano 

11. valor del Entrenarnisnto para el Participante 

1. Cue puesto do t r a b a j o  actualmente ocupa ud.? 

2 .  Es eL mismo puesto que ocupo a n t e s  d e l  entrenarniento? 

si Pa respuesta es SI, pasar a la pregunta 5 

3 .  Si es d i f e r e n t e ,  con r e f e r e n c i a  a su puesto anterior, 
c6ma cornpararia ud. su puesto a c t u a l ?  

- F G e s t o  d i s t i n t o  y favorable 

- Puesta d i s t i n t o  y desfavorabie 

- No t r aba  jo actualmente 

Por f avor ,  explique la respuesEa 

4 .  Si es diferente, piensa Ud. gue el entrenamiento afectO ei 
cambio de puesto? 

P e r  Favor, explique la respuesta 



5 .  zn su o p i n i k n ?  ei ent renamiento  ha hecho una d i f f r e n c i a  
slgnif i c a t i v a  en su s a l a r i o  a c t u a l ?  

b. En su o p i n l o n ,  el entrenamiento hard una d i f e r e n c i z  
sigaif i c s r i v a  en su f u t u r o  saf  ario.? 

1x1. V a l o r  del Entrenamiento para la Instituci6n ~atrocinadora 
(o ac tua l  en caso de haber cambiado de engleo) 

1. Con respecto al desernpefio de su t r a b a j o  a c t u a l  para  l a  
instktuci6n, Vd. opina que el entrenamiento ha s i a o  

De much? utilidad - - De a lguna  utilidad 
- De poca utiiidad 
- s i n  ucilldad 

si ha sido de utilidad, explique en qrt6 forma 

2 .  Enccntro ud. dificultades para a p l i c a r  en su t rabejo  lo que 
aprendiO duranre  el adiestramiento? 

- Ei, mucbo. 
- si, un poco. 

3 .  como considera ud .  su rendimiento en el t r aba jo  despu@s de 
concluir e l  c w s e  patrocinado por el DETRA? 

- Excelente ( 9 0 % > )  

- MUY Bien ($0 a 9u%) 
Bien  170 3 80%) 



4 .  Piensa  Ud. que e s t a  agor tando m a s  a su i n s c i t u c i d n  debido a 1  
ectrenam~ento? 

- PI0  

P a r  f avo r ,  explique su respuesta 

5 .  cuales son 10s f a c t o r r s  m a s  irnportantss que impiden mayor 
ap l i cac i6n  de ?os conocimientos adquiridos duran t e  el 
ent renamiento?  

6. De ios conocimientos adquiridos, que  porcentaje considera 
ud. que e s t a  a p l ~ c a n d o ?  

7 .  cuanto  tiempo (mesesj piensa  Ud. que tomara a su institution 
patsocinadora para recuperar su inversion? 

d .  si ha cambiado de t rabajo ,  cuanro ziempo (meses) piensa u a .  
que le habria tornado a su empresa parrocinadcra  recugzrar su 
inversi6nd? 

9 ,  Puede ud. ind ica r  algunos cax31os especificos hechos en lz 
instituci6n para  la cual t r a b a l a  actualnento resuirantes de 
su entrenamienro? 



zn caso afirmativo, expiique su respuesta 

10. En caso afirmativo, quk nivel  de impact0 favorable piensa  
Ud. que han t en ido  sobre la-eficacia de la institution? 

- Mucho 
- Algo  
- Nirrg~no 
- No saSe 

Favor  de explicar su respuesta 

11. con respecto al programa que wd. curso, ha usado ud. el 
contendio para hacer camblos en su empresa? 

Favor de expliczr su respuesta 

12. Cuales de los sfguientes beneficios direc%os, ud. aaquirio 
al termino del curso? 

- ~romoci6n a un puesto de mayor importancia 
- ~ e j o r i a  de s a i a r i o  
- ~ejoria en ei desempefio de mi trabajo - Mejar posibklidad de continuar perfeccionindome 



13. c o ~ s i c i e r a  Ud. que  en su 3c-Lual n i v e i  de desempeno en el 
t r a b a l o  que r e a l l z a ,  influye lo que aprendid  en e l  cursc 
pa t roc  inaco  por  DETRA? 

- - ~dquiri procedimientos log icos  --_ en l a  ejecucic.n de I ns  
tareas reiacionadas con mi t raBajo  

7 - Adquiri habllidades para r e a l i a a r  m i  t r a b a j o  cZ2n 
~recision * - - - -  

~dquirihabilidaaes para  reaiizar t r aba jcs  en qrupa 
- A U ~ U I ~ ~  nuevos conocimientos - gu2 me permiten r e a i i z a r  

m i  crahajo mas eficientemente - 

- Despues dei adiestramiento, mi productivided ha 
mejorado considerabiemente 

- - D ~ S ~ U @ S  dei adiestrarnienro,  me skenra m a s  capaz de 
participar en el proceso de torna de dec i s idn  de m i  
institution 

Sumario de l a  evaluation persona l :  

14. como considera ud. todo el tiempo, energia y dedicaclbn 
invertido durante el curso de adiesrramient~? 

- NO v a l e  la pena [una perdida de tlempcj 
- Fue vdlido en pocos aspectos  icasi un fracas01 
- Aplico a lgo  de lo qlJe aprendi  ( f u e  razonablo j - Fur v&?ido en v a r i a s  aspecros i f u e  hueno! 
- Fue muy impor tante  par5  m i  ifue un kxitoi 



Cuestionario para el Supervisor del Ex-secario: CNHE 

I. Datos Generales 

1. Ncmbre del ex-becario 

2 .  Tico ae programa en que participo ei ex-becario 

Post-grado a 
cor ta  plazo 
corto plazo  

l a rgo  p lazo  
{U.S" 1 
( D . R .  ) 

3 .  N o m b r e  d e l  entrevistado (supervisorj: 

4. Puesto d e l  entreviszado: 

5. Nombsz de Pa Empresa: 

5 .  categcria de tmpresa a l a  que pertenece:  

-- Empresa privada 
-- organizaci~n gubernamental -- organization no gubernarnental 

7 .  ~ a n . 3 ~ 0  de l a  empresa en tgrminos monetarios ( m s j :  

8 .  cud i  es la actividad a la yue ud. se uedica? 

Y. su fima patrocin6 a1 ex-becario? 

10. En caso afirmativo, mien en la empresa prepard el pian  de 
entrenamienro o r i g i n a l  referente al ex-becario: 



IX. Impacto del gntrenamiento 

I. con respecto a1 desempefio de su t r a b a j c  a c r u a l ,  en su 
o p l n i b n ,  el entrenamiento recibido por el ex-becarlo a 
traves  del DETRA ha s ~ C Q :  

- De mucha utilidad 
- De alguna utilidad 
- De poca utilidad 
- sin utilidad 
S i  util, en qu4 aspectos ha sido de utilidad para su empresa-? 

si poca o no utilidad, por que? 

2 .  Piensa U a .  que el ex-becario estd aporcando miis a su emprcsa 
debido a1 entrenamiento? 

Favor de explicar su respuesca 

3 .  Cuales son 10s factores mas importantts que impiden una 
mayor ap l icac ibn  de 10s conocimientos aaquiridos por el ex- - 

becario durante su entrenamienta? 



4 .  D+ l o s  c~aocimientos adquirldos, qu& porcen ta je  considera 
ud. que el ex-jecario e s t a  apiicanao en su trabajo-? 

- No sabe 

5 .  En caso de ser la firma que pat roc in6  la beca, cudn to  tiem- 
po (meses) piensa que se necesita para que su empresa 
recupere su i nve r s i6n  en el ex-becario? 

6 .  Puedo ud. i n d i c a r  a lgunos  cambios expecificos hechos en su 
ernpresa que resultaron del entrenamiento recibido For el ex- 
Secario'? 

En caso a f i r rna t ivo ,  explique su respuesta 

En caso afirma~iva, piensa Ud. que las cambios han t e n i d o  un 
Lnpacto favorable sobre: 

Exportaciones por la empresa? Si - No - N / S  - 
Productividad de la empresa? si - NO - N/S - 

~iversificacion de la empresa-? Si - NO - Nj S - 
Gananclas de la ernpresa3 Si - NO - N/S - 

~ficiencia de la empresa? si - NO - N j s  - 
Favor de explicar su respuesta 

7 .    as ado en l a s  eupostaciones, piensa  ud. que su empresa 
expor ta  mas ahora que antes  d e l  en~renamiento3 



8 .  En caso afirmativo, piens2  ud. que F a r t e  de ia d i f e r e n c l a  
puede a t r i b u i r s e  a1  entronarnlento recibido.? 

3 .  Estaria Ud. dispuesto i n c e n t l v a r  sus empleados a p a r t i c i p a r  
en esr2 tipo de programa en el f u t u r o ?  



Cuestionazio para el Supervisor del Ex-Becario: FUHDAFEC 

1. Nombre del ex becario 

2 .  Tipa de program en w e  partieipo el ex becario 

- pus-grado a largo plaza 
- corto plaxo ( U . S . )  - corto plazo (D.R.) 

3 .  Nombre del entrevistadc (supervisor): 

4 .  Puesto del entrevistado: 

5, Monbre de la Institution: 

6. Tarnano de la institucion en terminos presupuestarios: 

7. Qua1 es la actividad a la que Ud. se dedica? 

8. Su insticution de empleo actual patrocino a1 ex becario? 

9. E&, easo si, persona en la institucion qroe preparo el Plan de 
Ehtrenamiento original referante all becario: 

11. Impacto del  Entrenamimto 

1. Con respecto al desempeno de su trabajo actual, en su 
opinion, el entrenamfento recebido pox el ex-becarfo a 
txavez del BETRA ha sido: 

- De poca utilidad 
- Sin  utilidad 



Coma utilfdad para 

2 .  Ud- piensa que el el-becario esta apartando mas a su insti- 
tucion debido al entrenmiento? 

- Si - No 
Favor de explicar su respuesta 

3 ,  Cuales son los factores mas importantes que impeden mayor 
aplieacion do los conocimfentos adquiridos par el ex-becario 
durante su entrenamiento? 

4 .  De los conocimientos adquiridos, que porcentaje considera 
Ud, que el ex-becario esta aplicando en su trabajo? 

5, En casa Be ser la instituci~n crue ~atrocino la beca, cuanto 
tiempa (meses) piensa que llevaria (Ilevo) para gue su 
instituci~~ recapere su inversion en el ex-becarPo? 

6 .  Ud, puede indfcar slgunos cambia exgecfficss Aechos en su 
empress que resultaron del entrenamiento recibido par el ex  
becarie? 



En caso si, explique su respuesta - 

En caso si, piensa Ud. que 50s cambios h a  tenido un impacto 
favorable sobra: 

la eficiencia de la institution? S i  - No - NSA - 
la ef~ctividad de la institucisn? Si - No - NSA - 

la productividad de la instituciona? 81 - No - NSA - 
Favor de explicar su respuesta 

Ud, estaria dispuesto encorajar sus empleades a garticipar 
en este tipo de pragrma en el futura? 

- Si 
- No 
- No sabe 


